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Editorial 
The achievement of the 1992 objec-
tive, i.e. the establishment of a single 
common area of 320 million inhabitants 
free of the many remaining obstacles to 
trade and supported by greater cooper-
ation between the 12 Member States, 
will provide Europe with the means for 
relaunching its economy and the instru-
ments for controlling its own future. 
Greater efficiency of the apparatus of 
production and a stronger scientific and 
technological base will make it possible 
to exploit the potential for growth in the 
internal market, which is a prerequisite 
for the Improvement of living standards 
and working conditions. 
The social dimension of the Internal 
market is a fundamental component of 
this plan. It is not merely a matter of con-
solidating a free-trade area and increa-
sing the external competitiveness of the 
European economy. As the European 
Council of Hanover emphasized, the in-
ternal market must be designed to profit 
all the citizens of the Community. In or-
der to achieve this aim, the European 
Council of Hanover identified the need 
to Improve living and working condi-
tions, health and safety, access to voca-
tional training and information, consulta-
tion and the dialogue between the two 
sides of industry. 
In the light of these conclusions and 
the deliberations which the Commission 
has been conducting over the last year, 
on 14 September 1988 the Commission 
adopted a working document on the so-
cial dimension of the internal market 
presented by Vice-President Marin.' 
The document serves two purposes. 
Firstly, it sets out the guiding principles 
for action In the social sphere, i.e. prom-
otion of employment and strengthening 
ol economic and social cohesion, and 
secondly, it serves as a programmatic 
document outlining the measures which, 
in line with the guiding principles for 
Community action, should be intro-
duced in the short term. 
It is worthwhile recalling the context 
in which the internal market is develop-
ing. At the very time when it is undertak-
ing the completion of the single internal 
market, the Community is faced with a 
high level of unemployment unevenly 
distributed both among regions and 
among social groups. This is the most 
disturbing social and economic prob-
lem. 
Consequently, any social policy — 
whether Community or national — must 
aim first and foremost at reducing unem-
ployment and the inequality of its ef-
fects. Furthermore, any measure in the 
employment field entailing a possible 
further deterioration In the overall levels 
of employment or in the distribution of 
unemployment must be subjected to 
careful examination. 
As stated in the chairman's conclu-
sions at the last meeting of the Standing 
Committee on Employment, it is import-
ant that the cooperative growth strategy 
for more employment is applied effec-
tively in all Member States so as to ex-
ploit the full potential of the single inter-
nal market. More precisely, the comple-
tion of the Internal market is a plan for 
growth which, through the dynamics 
which it generates, will enhance activity 
and competitiveness in such a way as to 
reduce unemployment. The introduction 
of a voluntarlst policy of revival and job 
creation should help to boost the em-
ployment created by the completion of 
the internal market from about two mil-
lion to some five million jobs. 
However, in the early years, approp-
riate back-up measures will be needed 
in order to ensure that the positive ef-
fects do not lag behind the negative ef-
fects and that the gains to be made are 
evenly distributed. 
Furthermore, firms will have to be 
able to adapt rapidly if they are to take 
full advantage of the positive effects of 
the single internal market. A large part of 
this adaptation effort will come from the 
workforce, notably in the form of better 
qualifications and greater occupational 
and geographical mobility. Moreover, 
the requirements relating to workers' 
health and safety will have to be streng-
thened so as to prevent the free move-
ment of goods and services from prog-
ressing in a manner detrimental to living 
and working conditions. 
The strengthening of economic and 
social cohesion, which is one of the new 
objectives enshrined in the Single Euro-
pean Act, must be a central aim of social 
policy by the same token as the promo-
tion of employment. Cohesion must be 
promoted both among regions and 
among social groups. 
Two principles must be observed in 
the implementation of measures in the 
field of Community social policy: subsi-
diarity and respect for diversity. The 
Commission is convinced that the so-
cial dialogue is an imperative necessity 
for progress in the field of European in-
tegration. 
Consequently, in order to underpin 
the completion and success of the inter-
nal market, a vast array of social policy 
measures of various types will have to 
be implemented: 
(i) Social conditions in the single mar-
ket 
First and foremost, the right condi-
tions must be established for the ef-
fective free movement of persons 
and for the creation of a genuine oc-
cupational mobility area. 
(ii) Economic and social cohesion 
The Community must strengthen its 
economic and social cohesion on 
the basis of convergence but whilst 
maintaining existing improvements. 
The Single Act has furnished a legal 
basis and the doubling of the re-
sources of the structural funds has 
provided the Commission with the 
means to embark on the strengthen-
ing of economic and social cohe-
sion. 
Efforts will also have to be made to 
ensure the cohesion of social 
groups within the same region. The 
fight against unemployment and its 
uneven distribution will be a lengthy 
process and increased efforts at sol-
idarity will have to be made in order 
to combat poverty, social deprivation 
and long-term and youth unemploy-
ment. 
' See special edition of Social Europe'Ttie social 
dimension of the internal market' 1988. 
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) Priority measures to promote em-
ployment and training 
In addition to measures to assist 
young people and the long-term un-
employed, other steps will be neces-
sary in order to promote employ-
ment and anticipate trends on the 
employment market. Training is also 
a factor of capital importance for the 
reduction of disparities. Equal train-
ing opportunities will therefore have 
to be made available to all. 
(iv) Employment and working conditions 
The completion of the internal market 
calls for a new approach to company 
law and the establishment of a Com-
munity labour law covering both 
health and safety and other aspects 
of employment relationships or 
working conditions. 
(v) Guaranteed basic social rights 
Establishment of a Community char-
ter of social rights. 
The document on the social dimen-
sion of the internal market is important 
because, far from being a simple cata-
logue of ideas and intentions, it offers a 
systematic approach and the necessary 
impetus for the practical work that still 
has to be done in the social field in 
readiness for 1992. 
The document is intended to be real-
istic — realistic as regards the tasks 
and challenges which the Community 
will have to face and realistic as regards 
the opportunities and means currently 
available for implementing social policy 
at Community level. 
It should give rise to a debate going 
beyond the Community institutions 
alone. The Commission wants all social 
and political circles to contribute to this 
debate in the firm conviction that con-
sideration for the social dimension of 
the internal market is and must continue 
to be the concern of us all. 
Part one 
Actions and guidelines 

The black economy in Europe 
Real or suspected unofficial ac-
tivities are the subject of sporadic 
investigations in the media and oc-
casionally by the public authorities. 
Certain illicit activities are ocas-
sionally uncovered such as the em-
ployment of children, traffic in ille-
gal immigrants or social security 
fraud. Exposure of a part of under-
ground activities tends to feed 
speculation concerning the scale of 
hidden activities as a whole. The in-
terest and curiosity aroused by the 
underground economy are based 
on the fact that it is both an un-
known quantity and yet very familiar 
to everyone. 
1. Questions of definition 
The recent nature of the interest 
shown in the phenomenon of the under-
ground economy explains the relative 
paucity of theoretical investigations. The 
multiplicity of terms applied to the phen-
omenon serves only to add to the confu-
sion. The black, parallel or underground 
economy, Illegal, secret, phantom or 
clandestine work; so many different 
terms to cover so many different reali-
ties. The profusion of terms Is matched 
only by the poverty of their content. 
The attempt Is to describe an en-
semble of practices and patterns of be-
haviour whose very familiarity presents 
an obstacle to analysis. The distance an 
observer must take vis-à-vis the object 
of his study is at odds with the percep-
tion which every individual draws from 
his own experience of the black econ-
omy. 
There is all the difference in the 
world between the autonomous econ-
omy, considered as cushioning the ef-
fects of the economic crisis, domestic 
work and the black economy. We can 
no longer continue to compare 'two dif-
ferent animals with a few vague similari-
ties'.' 
To speak of the underground econ-
omy as a homogenous whole is to lump 
together patterns of behaviour and indi-
viduals whose functions and motiva-
tions are poles apart. It is, finally, to re-
duce the diagnosis and the treatment to 
a simple statement of the nature of the 
disease. 
(i) The underground economy, whether 
termed as secret, unofficial, im-
mersed or parallel, calls into ques-
tion the statistical perception of 
economic activity. It is the very valid-
ity of the assessment of economic 
activity and employment which is im-
plicitly at stake In these notions. 
(ii) Fiscal fraud (non-declaration of in-
come) calls into question the effec-
tiveness of systems of taxation. 
(iii) The black economy (non-declaration 
of activity), whether it constitutes fis-
cal or social fraud, supposes both a 
rejection and an exceeding of official 
forms of work or a refusal to remain 
inactive. A restrictive definition by the 
ILO runs: 
'the black economy is defined as pro-
fessional activity, whether as a sole or 
secondary occupation, exercised on the 
limits of or outside legal, regulatory or 
contractual obligations, for a financial re-
ward and on a non-occasional basis.' 
Defined as such, the black economy 
Is confined to a relatively narrow field. It 
does none the less evoke contrasting 
situations. 
(i) Unauthorized street peddling is an 
example of the black economy at 
work in its purest form. It involves tax 
fraud (VAT, income tax, property tax 
and professional tax) and sociofiscal 
fraud. 
(ii) The craftsman who effects a piece of 
work without giving an invoice and 
without entering the proceeds in his 
accounts is, from an accounting 
point of view, in a somewhat different 
situation. There is again fiscal and 
sociofiscal fraud but property tax and 
professional tax are, however, paid. 
(iii) The worker or employee who, in the 
evening or at the weekend, carries 
out undeclared work sometimes 
commits a fiscal fraud (if his income 
exceeds the taxable minimum) and 
in any event a sociofiscal fraud. 
2. Figures for the black 
economy 
Little is known about those who are 
actually involved in the black economy. 
The social reality in this field is particu-
larly hard to discern as it concerns 
aspects of an individual's life which are 
not admitted to and which are usually 
sanctioned by law. 
Involvement in illicit work presents a 
different profile depending on profes-
sional status, region, level of compul-
sory deductions from income and the le-
vel of income itself. The economic fac-
tors are Involved In various ways: 
' V. Tanzi: 'The underground economy in the Un-
ited States and abroad. Lexington Books 1982.' 
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(i) Self-employed workers with a skill 
on which it is easy to capitalize 
(craftsmen, doctors, accountants 
etc.) turn to unofficial work as a 
means of limiting their taxable in-
come by carrying out work which is 
not declared. Unofficial work by 
craftsmen is not necessarily a perm-
anent solution. It is practiced to a 
greater or lesser degree depending 
on the fortunes of their business, on 
whether they are on the verge of clo-
sure or prospering. The situation of 
the liberal professions fluctuates 
less as it is essentially linked to tax 
burdens. 
(ii) The 'Double-jobbers' who have a 
second or a third undeclared job are 
more numerous. They are the princi-
pal protagonists in the black econ-
omy. Their secret activity is a volun-
tary extension of their professional 
life using the same capital (taking 
materials from the place of work or 
use of the company's tools or equip-
ment) and network of contacts deve-
loped during their declared working 
hours. 
(iii) For the 'phantom' workers whose 
status prohibits them from working, 
the black economy is their only re-
course. These include illegal immi-
grants, the unemployed, students or 
the fully retired. 
Although it is difficult to determine 
the precise level to which illegal immi-
grants are involved in economic activity 
it does appear as if those categories re-
ceiving State support are involved in 
clandestine activities in an inverse pro-
portion to the level of benefit received. 
A study carried out on the unem-
ployed in the Lille region by the LAST' — 
94 individuals questioned, all registered 
at the ANPE for more than three months, 
male, aged between 25 and 50 — re-
vealed the dubious link between unem-
ployment and involvement in the black 
economy. In 25 of these cases the finan-
cial gain was low or insignificant, while it 
was 'essential', that is more than half of 
the 'SMIC', in just three cases. 
Of those active in the black econ-
omy before registering unemployed, 11 
increased their activity while 12 reduced 
it owing to the risk of losing their benefit. 
The LAST study revealed clearly the 
importance of networks in obtaining un-
declared work. In a study on the Isle of 
Sheppey in the United Kingdom, R. 
Pahl2 draws a similar conclusion: the 
unemployed are too poor and isolated 
to develop clandestine activities. Investi-
gations carried out both for other States 
and for the Commission3 corroborate 
this result. 
(tv) At company level'the black economy 
develops in two directions. 
On one hand it occupies the least 
fruitful section of the market, the low 
profit sectors where little capital is 
built up. The black economy devel-
ops in small units; there is little im-
provement in productivity (the low 
cost of labour does not stimulate in-
vestment) and often it simply pro-
longs the life expectancy of indus-
tries which are in decline or having 
to fight off very menacing competi-
tion (as in the case of the textile and 
leather industry). Such practices 
serve only to delay the derealization 
of traditional manufactures to new 
geographical areas with comparative 
advantages. 
Larger units are, however, involved, 
relying on networks of sub-contrac-
tors allowing costs to be reduced 
and permitting a more flexible re-
sponse to sudden changes in de-
mand (the clothing industry). 
Those involved in a clandestine ac-
tivity are committed to varying degrees. 
Most of them only work occasionally, as 
a means of earning a little extra money. 
Their customers are individuals from the 
surrounding neighbourhood. Networks 
of this kind cover a limited social spec-
trum and are of little economic signific-
ance. 
Others, however, are totally commit-
ted and develop plans for prospecting 
the markets, depending on the black 
economy for the greater part of their in-
come. 
Identifying the degree of involvement 
of the individual participant in the under-
ground economy permits not just a 
quantitative appraisal but also a qualita-
tive judgement of the phenomenon. Be-
tween the odd jobs on a Sunday, fiscal 
fraud and work by illegal immigrants 
there lies a whole spectrum of situations 
ranging from a spare-time activity to a vi-
tal activity, from the acceptable to the re-
prehensible, from borderline activities to 
the black economy pure and simple. 
The macroeconomic determinants of 
the black economy are very diverse. 
They usually relate to the three following 
factors: 
(i) Structural factors: 
(a) development of new techniques: 
(b) déficiences in and fragmentation 
of the goods and labour markets; 
(c) structure of the local economy 
(SMEs/large companies). 
(ii) Economic factors: 
(a) organization of the labour market 
(internal/external, flexibility/rigid-
ity); 
(b) level of unemployment and other 
benefits (if they are too high they 
are a disincentive for workers to 
find declared work; if they are too 
low they virtually oblige them to 
take on work on the side); 
(c) degree of legislative control of 
the labour market; 
(d) the tax burden on earnings; 
(e) level of incomes, 
(iii) Sociological factors: 
(a) importance attached to free time; 
(b) influence of accepted practices; 
(c) sense of civic responsibility. 
' R. Foudi, F. Stankiewicz, N. Vaneecloo: 'Les 
chômeurs et l'economie informelle'. Journées 
d'économie sociale de Dijon September 1981. 
D R. Pahl: 'Divisions of labour'. Blackwell, New 
York 1984. The study was based on 730 cases 
examined between 1980 and 1983. 
'Study 78/3: 'Chômage et recherche d'un em-
ploi, attitude et opinions des publics europ-
éens'. (The European Omnibus, 1978). 
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The importance of the role of each of 
these factors depends on the nature of 
the socioeconomic environment. Thus 
free time is only devoted to undeclared 
work if the organization of the labour 
market, demand or incomes permit it. 
At the level of the individual, the mo­
tivations of those involved are easier to 
ascertain. In most cases they are econ­
omic. Those who supply the labour see 
it as an opportunity to earn a tax­free ba­
sic or supplementary income. Company 
heads are attracted by the greater flexib­
ility (as regards hiring and firing), the 
chance of skirting round the labour laws 
and the low direct and indirect labour 
costs. 
In such a context, the attempts at 
quantifying the black economy come up 
against a number of obstacles. Figures 
for the total sums of money involved re­
present an attempt to unify what is in 
fact fragmented and isolated. 
Assessments of unofficial work 
usually relate to the phenomenon as a 
whole rather than to the nature of the in­
dividual jobs and people involved. 
3. The extent of the black 
economy 
As the very essence of these clan­
destine activities is that they are secret, 
providing a statistical representation is 
extremely complex. The difficulty is all 
the greater owing to the lack of concept­
ualization. Figures proposed for the un­
derground economy owe more to 
chance than a scientific approach. 
Numerous attempts at quantification 
have nevertheless been made, generally 
using indirect methods based on ob­
serving trends in the amplitude of notes 
in relation to the total amount of money 
in circulation and income tax rates. 
Three lines of approach have been 
pursued. 
(i) The use of data from the national ac­
counts (Blades; M. O'Higgins). 
The national accounts are ill­suited 
to determining clandestine transac­
tions. In fact, they concentrate solely 
on market transactions and base 
their estimates on information sup­
plied by those directly involved. It is, 
therefore, only indirectly that they are 
able to provide a basis for assessing 
the informal sector. Two methods 
have been used for this purpose: 
(a) tax fraud: the overall level of tax 
losses is assessed by examining 
a representative sample of the to­
tal population; 
(b) the income/expenditure balance: 
declared incomes are compared 
with actual expenditure (the latter 
being determined by analysing 
the style of living of individuals). 
(ii) The use of monetary or fiscal aggre­
gates (global methods). 
(a) The Gutmann method: as unoffi­
cial work is remunerated in cash 
it proposes an estimation of the 
black economy on the basis of 
the notes/deposits ratio; 
(b) The Feige method: using the 
Fischer equation, it determines a 
'normal' ratio (r): price (P): trans­
action (T) (1939)/nominal GNP 
(1939). Also knowing the total 
amount of transactions (T) for 
1976 and 1978, Feige applies the 
following rule: ■ 
Price of transaction (1976) = r. 
nominal GNP (1976 + X (1976) 
(official economy) ('irregular' 
economy). 
(c) The Tanzi method: fundamentally 
an estimation of the underground 
economy by associating mone­
tary and fiscal variables. It distin­
guishes four factors responsible 
for the existence of the unofficial 
labour market: taxation, legisla­
tion, prohibitions and the corrup­
tion of civil servants, but only 
uses the taxation variable in the 
model. 
The diversity of the results obtained 
and the contestable nature of the hypo­
theses, as regards both the base period 
and the rate at which the money comes 
into circulation, does not lend them a 
great deal of credibility. 
On the other hand, the contours of 
the phenomenon so considered also 
need to be called into question. Can 
they be simply lumped together as clan­
destine activities or is there in fact little 
real homogeneity involved? 
(iii) Direct evaluations (which only con­
cern a few regions or sectors) 
(a) the use of sectorial indicators (in­
termediate consumptions; the 
tool market etc.): interesting but 
imprecise methods. 
(b) surveys: difficult in practice al­
though it remains the only ap­
proach able to provide reliable in­
formation as to the structure of 
the black economy. 
The figures obtained, whatever the 
method used, must be treated with the 
utmost circumspection. The extent to 
which the estimates vary relieve them of 
all credibility (for the United Kingdom 
the estimates range from 2.5 % to 15.0 % 
of GDP). 
In a study based on an analysis of 
the national accounts, Blades estimated 
that undeclared production accounts for 
a relatively low proportion of GDP (be­
tween 2 and 5 %) in the European coun­
tries as a whole. Italy and Portugal are, 
however, an exception (almost 20 %). 
Such figures, presented as a per­
centage of domestic product, give only 
a very approximate picture of the actual 
situation. They suppose that there is no 
significant qualitative difference between 
undeclared and declared activities. Also, 
the calculations are not always only 
based on the black economy as defined 
above but also on the underground 
economy as a whole. 
It is very difficult to extrapolate per­
centages for the number of undeclared 
jobs from estimates of the percentage of 
undeclared production. It requires the 
formulation of highly dubious hypo­
theses regarding productivity in such a 
sector. A level of 1 % for the under­
ground economy corresponds, if its pro­
ductivity is χ times less than that of the 
economy as a whole, to χ % of the total 
number of hours worked. 
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4. The impact of the black 
economy on economie 
policy and the labour 
market in general 
The persistence of the economic cri­
sis which is reflected in problems of 
finding outlets for traditional manufac­
tures and very high levels.of unemploy­
ment is alerting the various economic 
protagonists, in particular the social 
partners, to the problem of the black 
economy. Work of this kind is regarded 
as reflecting a lack of solidarity with the 
unemployed on the part of the workers 
and unfair competition on the part of the 
companies involved. 
The effects of clandestine activities 
on both economic policy and the labour 
market are of three kinds: 
(i) The economic impact 
(a) The existence of underground 
production networks can create, 
in certain sectors, a certain dis­
placement effect. In the light of 
the development of free produc­
tion zones certain companies are 
forced to delocalize their produc­
tion or to move over into the 
black economy (textiles, leather, 
cabinet making). Although the 
gains in competitiveness engen­
dered by fiscal or social fraud 
should not be overestimated, it 
must be admitted that it may lead 
to a certain distortion of internal 
or international competition, at 
least for certain sectors. 'Social 
dumping' of this kind poses the 
more general problem of compe­
tition between countries produ­
cing under very different social 
conditions. 
(b) As soon as some activities evade 
statistical scrutiny and the rules 
of law, the effectiveness of macro­
economic policies is reduced 
(taxation and social welfare, the 
two essential mechanisms, do 
not affect workers in the black 
economy). Their non­payment of 
taxes and social security contri­
butions aggravates the difficulties 
of financing the public debt and 
of the social security systems. 
The equality of taxpayers as re­
gards taxation and of individuals 
as regards social security cover 
is also called into question. 
(ii) Sociological impact 
(a) The existence of a two­tier labour 
market renders certain regula­
tions for the protection of labour 
null and void. A gulf is forged be­
tween the employees in the offi­
cial sector, benefiting from high 
incomes, job security and social 
security cover, and those who 
depend totally on the under­
ground economy. The black 
economy creates the conditions 
for the emergence of a dual so­
ciety by widening the gap be­
tween well­qualified workers sup­
plementing their official income 
by a little extra work 'on the side' 
and those without any qualifica­
tions for whom the 'odd jobs' 
constitute the sole activity. In the 
same way as there is an under­
ground economy in the poor 
countries and another in the de­
veloped countries, undeclared 
work assumes an altogether dif­
ferent significance depending on 
who is involved. 
(b) The degree of uniformity in the 
penetration of clandestine activi­
ties throughout society depends 
on the participants. The 'odd 
jobs', which are often in fact 
cleaning jobs or clandestine 
workshops, reinforce the division 
of the labour market. These activi­
ties involve very specific catego­
ries (young people without qualifi­
cations, illegal immigrants) and 
are not in any way a means to ob­
taining declared employment. 
The very existence of these invo­
luntary clandestine activities, 
turned to as a last resort, esta­
blishes a second labour market 
■ from which it is very difficult to 
break free. 
This hermetic market is an archa­
ism in our modern societies, a 
relic of the past, a little bit of the 
Third World in the midst of indus­
trialized Europe. 
It is a totally different world to that 
of declared employees seeking 
to supplement their income; the 
extra undeclared hours do not 
have the same destructuhng con­
sequences and their effects are 
much more diffuse in that they in­
volve protected social categories. 
)The ideological impact 
(a) Widely circulated information 
shows a growth in undeclared 
work over the last decade. It re­
mains, however, very difficult to 
provide a definitive response to 
this question. Depending on the 
methods of evaluation used 
(monetary aggregates or national 
accounting) the black economy is 
shown to be either expanding or 
contracting. It does appear, how­
ever, as if the impression that this 
unofficial labour market is ex­
panding is partly due to the econ­
omic crisis which is making it 
less acceptable. Ill­conceived as 
it may be, the hypothesis of an 
expanding black economy is of­
ten presented as an argument in 
favour of free enterprise, less 
State intervention and deregula­
tion to remove constraints con­
sidered as too rigid for the new 
rules based on the free negotia­
tion of contracts. To conclude 
that the existence of a black 
economy is proof of the superior­
ity of the laws of supply and de­
mand over those passed by gov­
ernments is questionable. For 
those involved undeclared work 
is often the only way of obtaining 
an income. 'The Sunday workers' 
neither reject nor relinquish their 
rights and benefits under the wel­
fare State. Their behaviour is 
rather a response to inadequa­
cies in protection or in incomes. 
Far from being the expression of 
an ideological stance, the black 
economy is the simple result of a 
perverse effect whereby each 
new regulation gives rise to a 
new category of frauds. 
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(b) In the same vein, tax losses 
caused by the presence of the 
black economy have often been 
considered as a reaction to in-
flated tax rates. Any increase in 
social security contributions or 
tax is supposedly reflected in a 
reduction in declared activities. 
Without going back over old ar-
guments, such a point has often 
been made in the past (in 1945 
Colin Clark put the maximum ac-
ceptable income tax rate at 25 %). 
Behaviour designed to evade 
paying tax can be considered as 
being more the result of percep-
tions of the tax burden than ac-
tual tax levels. 
5. Failure to combat the 
black economy 
The measures taken by the Member 
States to combat the black economy 
vary considerably from one country to 
another depending on the supposed 
gravity of the situation, the population's 
sense of civic responsibility and the de-
gree of State intervention in the econ-
omy. 
Not all undeclared activities are sus-
ceptible to sanctions. The first charac-
teristic of clandestine work is often that 
it is 'a-legal'. And when real fraud is in-
volved it is often difficult to provide proof 
of the offence. 
(i) Prevention and information are the 
key elements in any action aimed at 
increasing awareness of the problem 
of the black economy. The social 
partners play an active role in this 
area both in order to defend those 
sectors suffering from unfair compe-
tition and to warn workers of the 
risks of undeclared work. 
Simple repressive measures against 
illegal activities can be in vain if they 
do not meet with a favourable re-
sponse among the general popula-
tion. Information campaigns on the 
undesirable effects of the black 
economy are an essential element of 
support for more readily enforceable 
legislation. 
(ii) Trends in economic policy over re-
cent years aimed at increasing the 
flexibility of factors regulating the 
employment, market (as regards 
prices, terms of employment and 
dismissal and working hours) and at 
halting the growth in social security 
charges may contribute to making 
the black economy less attractive. 
The increase in part-time work (gen-
erally atypical) may encourage com-
panies to declare persons employed 
on this basis. The effect is, however, 
uncertain; as workers have more free 
time they have more scope for carry-
ing out a secondary clandestine ac-
tivity. 
One could also argue that a less se-
cure status prevents workers from 
becoming totally involved in their 
work and allows them to conceive of 
undeclared work as alternatives. The 
more secure a position the less the 
employee is prepared to jeopardize 
it for the sake of a few extra unde-
clared hours on the side. 
(iii) Also, the many actions undertaken in 
order to promote local initiatives, 
particularly those of the Commission 
(LEI), allow certain clandestine activi-
ties to adopt a more acceptable face. 
The reduction of charges for the ben-
efit of companies as well as the 
implementation of systems promot-
ing the employment and training of 
the young unemployed have a simi-
lar effect. 
Jackie Morin 
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Provisional conclusions on measures taken by 
the Member States in order to implement the 
resolution on actions to combat 
unemployment amongst women 
I. Introduction 
Since the rate of unemploy-
ment amongst women in the Mem-
ber States of the Community is 
noticeably higher than male unem-
ployment, and, furthermore, bears 
special characteristics calling for 
appropriate measures, the Coun-
cil adopted a Resolution on 7 
June 1984 concerning action to 
combat unemployment amongst 
women1 in which the governments 
commited themselves to taking 
measures leading the improvement 
of the situation of unemployed 
women. 
The Council stresses the principles 
'which must underlie the measures to 
be promoted namely: 
(i) the equal right of men and women to 
work and, by the same token, to 
acquire a personal income on equal 
terms and conditions, regardless of 
the economic situation; 
(ii) the extension of equal opportunities 
to men and women, in particular on 
the labour market, in the context of 
measures to stimulate economic rec-
overy and to promote employment 
growth; 
(iii) the development of positive meas-
ures to correct de facto inequalities 
and thereby improve female employ-
ment prospects and promote the 
employment of both men and 
women.' 
//. The development of 
unemployment amongst women 
The statistics on the development of 
female unemployment in the Member 
States of the European Community 
show that the overall rate of unemploy-
ment (both women and men) did not 
change significantly between 1984 and 
1986: from a level of 10,5 % in 1984, the 
rate rose to 10.7% in 1985 and slightly 
again to 10.8% in 1986.2 
However, when comparing the de-
velopment of male and female unem-
ployment, it becomes apparent that the 
latter is considerably more problematic: 
Year 
Unemployment rate ( %) 
Men Women Difference Women — Men 
1984 
1985 
1986 
9.3 
9.4 
9.3 
12.5 
12.7 
13.2 
+ 3.2 
+ 3.3 
+ 3.9 
In the course of the year 1987 to 
date, a slow but constant reduction of 
unemployment amongst men has been 
achieved (-3.0% in September 1987, 
compared with the same month of the 
previous year), whilst unemployment 
amongst women continues to rise 
(+2,2% in September 1987, compared 
with the same month of the previous 
year). 
It is furthermore apparent that in 
those countries where the reduction in 
the overall unemployment rate was 
greatest from 1984 to 1986 (Denmark 
and the Netherlands), female unemploy-
ment declined considerably more slowly 
than male unemployment. 
On the other hand, in those coun-
tries where unemployment increased 
most during the same period (Ireland 
and Spain), unemployment amongst 
women rose even faster than that 
amongst men. 
If the figures are analysed by age 
group and sex, women once again fare 
worse than their male counterparts: 
OJ C 161, 21. 6. 1984, p.4. 
'Eurostat: Employment and 
1987, Tab IV/1). 
unemployment 
Year 
Unemployment rate ( %>) 
Men Women 
under under 
the age of 25 the age of 25 
(1) (2) 
Difference 
(Column 1 minus Column 2) 
1984 
1985 
1986 
22.1 
21.5 
21.0 
25.1 
24.6 
24.8 
+ 3.0 
+ 3.1 
+ 3.8 
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As a result of these developments, 
women's share in total unemployment in 
the European Community increased 
from 41.8% in 1984 to 42.5% in 1985 
and again 43.4% in 1986. 
///. Compilation of a full report on 
specific measures to combat 
unemployment amongst women 
In its resolution on action to combat 
unemployment amongst women, the 
Council asked the Commission to re-
port regularly on progress achieved. 
In order to do this, the Commission 
asked the Member States for their con-
tributions with the help of a question-
naire; the Member States' replies to this 
questionnaire provided the basis for the 
Report to the Council. 
In addition to the country reports, a 
meeting was called by the Commission 
in October 1987 in order to discuss the 
measures taken by the Member States 
to implement the Resolution. This dis-
cussion provided essential additional 
elements of a more general nature. The 
replies received from the Member 
States, in both written and oral form, 
have enabled the Commission now to 
present its initial conclusions on an in-
terim basis. The full report will be pub-
lished within the next few weeks. 
IV. Conclusions 
1. Given the magnitude of unemploy-
ment in general, some Member 
States did not consider it appropri-
ate to adopt measures to combat un-
employment specifically amongst 
women (United Kingdom, Spain, Ire-
land, Belgium). 
2. In view of the concern felt in some 
Member States about the state of 
public finance, it was impossible for 
these to take specific measures to 
combat unemployment amongst 
women (Ireland, Belgium, Portugal) 
3. All member States took measures in 
the field of training in order to reduce 
women's unemployment. Some of 
them laid particular emphasis on one 
or more of the following: 
(a) youth training; 
(b) reintegration of adults 
ployment; 
into em-
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(c) retraining of persons holding 
jobs; 
(d) training of the administrators and 
advisers managing programmes 
for the reintegration of women 
into employment, as well as of 
the instructors themselves. 
In fields other than training, the meas-
ures taken varied from one Member 
State to another. 
4. Some Member States indicated that 
they had perhaps concentrated more 
on the management of unemploy-
ment than on its prevention (France, 
Ireland, Belgium). 
5. Some Member States adopted legis-
lation to combat unemployment 
(Federal Republic of Germany, 
France, Greece, Belgium); some feel 
that further legislation would not 
achieve the desired results (United 
Kingdom). 
6. Privileged access to training or em-
ployment for women was introduced 
in some countries (Netherlands, Ire-
land, United Kingdom, Greece, Bel-
gium). 
7. France, Denmark and the United 
Kingdom underlined in particular the 
measures taken to assist certain 
categories of disadvantaged women. 
8. Several Member States stressed the 
measures taken to encourage 
women to set up their own busi-
nesses (United Kingdom, Italy, 
France, Greece, Federal Republic of 
Germany, Netherlands, Ireland). 
9. A number of Member States intro-
duced the possibility of working part-
time as one way of combating 
women's unemployment (Spain, 
Italy) or improved the conditions 
governing part-time working (Federal 
Republic of Germany). 
10. The existence of some forms of pro-
tective legislation for women is re-
garded by several Member States as 
an obstacle to the fight against 
women's unemployment. France 
abolished the prohibition of night 
working by women for this reason. 
11. Unequal treatment of men and 
women in the field of social security 
can cause special problems for un-
employed women (United Kingdom, 
Ireland). Some social security legis-
lation may also pose problems for 
women who interrupt their working 
lives (Federal Republic of Germany). 
12. For this and other reasons, it is 
sometimes difficult to assess the to-
tal number of women out of work or 
in search of employment, as they 
cannot always be registered. 
13. Legislation on parental leave could 
be an effective way of reducing 
women's unemployment, especially 
if this entitlement were opened up to 
men as well as to women (Federal 
Republic of Germany, Belgium). 
As regards legislation on parental leave, 
the United Kingdom Government stated 
that, in view of the need to increase the 
competitiveness of British firms, this 
was not acceptable.' 
This view is not shared by the Equal Opportuni-
ties Commission. 
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The analysis of measures taken by the 
Member States shows that, apart from 
vocational training measures (diversifi-
cation of occupational choices), informa-
tion and advice, and measures to im-
prove the sharing of responsibilities (ex-
tension of parental leave in most Mem-
ber States), comparatively little has 
been done specifically for women. 
Furthermore, the scope of the measures 
adopted proved to be comparatively li-
mited in most cases. Most of the meas-
ures, especially those designed to bring 
about structural improvements, are of a 
general nature and directed equally at 
men and women or at certain groups 
(e.g. young people or the long-term un-
employed). 
Without a doubt, measures designed to 
increase the level of employment in gen-
eral provide the necessary basis for 
combating unemployment amongst 
women. 
However, the sharp increase in female 
unemployment compared with that 
amongst men shows that this is also a 
structural problem of sexual segregation 
and that specific measures are neces-
sary to combat unemployment amongst 
women. 
In its action programme on equality op-
portunities, the Commission adopted a 
series of measures to increase the level 
of employment for women and thus also 
to combat female unemployment. , 
In its Resolution of 22 December 1986 
on employment growth, the Council 
stressed the importance of implemen-
ting this action programme. 
This is why an analysis of the measures 
adopted by the Member States to imple-
ment this action programme and this 
Resolution will now be appropriate. 
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Positive action for women taken by the 
Member States and the Commission to 
implement the Council Recommendation 
of 13 December 1984 
Introduction 
The Recommendation of the 
Council of the European Communi-
ties of 13 December 1984' on the 
promotion of positive action for 
women concludes that existing le-
gal provisions on equal treatment 
of men and women, which are de-
signed to afford rights to individ-
uals, are inadequate for the elimina-
tion of all existing inequalities 
unless parallel — positive — ac-
tions are taken by governments, 
both sides of industry and other 
bodies concerned, to counteract 
the prejudicial effects on women in 
employment, which arise from so-
cial attitudes, behaviour and struc-
tures. 
Article 2, paragraph 4 of Directive 
76/297/EEC (on equal treatment of men 
and women concerning access to em-
ployment, vocational training and career 
development, as well as with regard to 
working conditions), states that this Direc-
tive does not conflict with the action to 
promote equal opportunities for men and 
women, especially by eliminating the ex-
isting inequalities which impair the oppor-
tunities of women in the areas referred to 
in article 1, paragraph 1. 
In the Community action pro-
grammes on the promotion of equal op-
portunities for women2 as well, the 
promotion of equal opportunities is in 
practice endorsed by positive actions 
and the will is expressed to adopt ap-
propriate measures to achieve this goal. 
The Recommendation on the promo-
tion of positive action also states that at 
a time of economic crisis, action at 
Community and individual State levels 
should not only be continued, but also 
intensified, in order to promote the 
implementation of equal opportunities in 
practice through positive actions, in par-
ticular with regard to equal pay and 
equal treatment concerning access to 
employment, vocational training and ca-
reer development, as well as with regard 
to working conditions. The Recommen-
dation also refers to the European Par-
liament, which has emphasized the im-
portance of positive action. 
The implementation of the 
Recommendation 
The Council Recommendation of 13 
December 1984 on the promotion of 
positive action for women requests the 
Commission: 
1. to promote and organize, in liaison 
with the Member States, the syste-
matic exchange and assessment of 
information and experience on posi-
tive action within the Community; 
2. .to submit a report to the Council, 
within three years of the adoption of 
this Recommendation, on progress 
achieved in its implementation, on 
the basis of information supplied to it 
by the Member States. 
In order to prepare this report, the 
Commission drew up a questionnaire 
concerning the implementation of the 
Recommendation. The questionnaire 
was sent both to the members of the 
Advisory Committe on Equal Opportuni-
ties and to the governments. 
Another basis of information con-
cerning positive actions in the Member 
States are the activities, promoted by 
the Commission itself, which are set out 
in the Community programme on 'Equal 
opportunities for women'.3 
On the basis of all this information, 
the Commission submitted a report to 
the Council on progress achieved in 
implementation. 
Differences between the Member 
States 
Three years after the adoption of the 
Recommendation, it can be concluded 
that in general the Member States have 
begun to introduce and promote posi-
tive actions. Several Member States had 
already adopted actions of this kind 
some time ago; for other Member 
States, positive action for women was 
fairly new. 
The actions referred to in the Rec-
ommendation covered many fields, but 
the Member States seem to be imple-
menting them in differing ways and are 
promoting positive actions in different 
fields. Some Member States concen-
trate on vocational training and/or em-
ployment measures, while others are 
also involved financially in the promo-
tion of positive actions in public or pri-
vate enterprises. 
Neither is the framework for positive 
action always the same: some Member 
States have introduced or are preparing 
legislation, others have explicit policy 
statements and in some Member States, 
the measures in favour of women are 
taken as part of an overall equal oppor-
'OJL331, 19. 12. 1984. 
2 COM (81 ) 758 and COM (85) 801 final. 
3 COM (85) 801 final - Equal opportunities for 
women, medium-term Community programme 
1986-90. Supplement 3/86 - Bull EC point 23. 
p. 12. 
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tunities policy or a labour market policy. 
There are also differences in the involve-
ment of the social partners and the 
equal opportunities bodies. 
However, it can be concluded that 
progress has been made in this area in 
the last few years — albeit perhaps 
more appreciable in some cases than in 
others. Firstly the developments in the 
Member States are outlined article by 
article, during which it is emphasized 
that in several cases it is difficult and 
sometimes even impossible to evaluate 
the results of the implementation of pos-
itive actions. In some cases, there has 
been a lack of monitoring, but in nearly 
all cases the time has been too short to 
evaluate the results. 
Finally, the activities of the Commis-
sion in this field are described, as well 
as the Commission proposal to con-
tinue the promotion of positive action for 
women. 
Article 1 : Adoption of a positive 
action policy 
There were policy statements on the 
promotion of positive action for women 
and ensuing measures in France and 
Belgium, for example; in Italy and the 
Netherlands, explicit positive actions in 
the private and public sectors were pre-
pared and several Member States (for 
example, the Federal Republic of Ger-
many and Ireland) adopted compulsory 
guidelines for the promotion of positive 
actions in public sectors. However, this 
does not imply that Member States 
which did not make such a policy state-
ment did not take any positive (action) 
measures in favour of women. Various 
Member States report that these actions 
form part of their equal opportunities 
policy and mentioned several specific 
positive (action) measures. 
Article 2: A framework to 
promote and extend positive 
actions 
In general, a distinction can be made 
between the legislative, administrative 
and financial aspects of this framework. 
Some Member States concentrate 
on a legislative framework. For example, 
France obliges enterprises to report 
yearly on the situation of female workers 
compared to that of male workers. In 
Belgium, the Royal Decree lays down 
detailed provisions for the implementa-
tion of equal opportunity schemes. In 
Italy, the (former) Government has 
placed a bill on positive actions before 
Parliament. The United Kingdom and 
Ireland have legislative provisions for 
certain forms of positive action in their 
acts concerning employment equality. 
The Dutch Government proposed 
that Parliament amend the equal treat-
ment act: inter alia, the possibility of 
preferential treatment will be restricted 
to women, to improve their relative posi-
tion on the labour market. Amongst 
other things, the Danish equal treatment 
law opens the way for positive action 
and preferential treatment. In general, it 
can be concluded that in the European 
Community there are no rules which 
make positive actions compulsory. 
Several Member States have na-
tional plans of action for equal treatment 
of men and women (such plans have re-
cently been adopted in Denmark and 
Spain). In other Member States — for 
example in Greece — the national pro-
gramme for economic and social devel-
opment provides a considerable frame-
work for positive action. 
Financial incentives to promote 
equal opportunities, especially concern-
ing the vocational training of women, 
exist in many Member States. Financial 
incentives for the development of posi-
tive actions plans inside firms exist or 
are under discussion in a few Member 
States. 
Article 3: Positive action in the 
public and private sectors 
In some Member States, govern-
ment decisions or programmes have 
been or are being drawn up concerning 
positive actions in the public sector. The 
degree to which these decisions or pro-
grammes are mandatory varies consid-
erably. These decisions and pro-
grammes often include actions concern-
ing training. There are a few specific rec-
ruitment and promotion measures. 
Child-care facilities, which can in fact be 
of importance to all parents, not only to 
mothers, are also presented in. the 
framework of positive actions in some 
cases. 
In some cases, measures are put 
into practice before a formal decision 
has been taken. In Belgium, for exam-
ple, several positive measures have 
been taken in the public sector (training 
and awareness-raising), until such time 
as a full decision is taken. In the Nether-
lands, a number of experiments have 
been conducted with a view to deter-
mining the general outlines of a deci-
sion on general policy in the national 
public service. 
In several Member States (e.g. 
France and the Federal Republic of Ger-
many), regular reports made to monitor 
the developments are submitted to Par-
liament. In some cases, the need for 
positive actions and the need to de-
crease the number of civil servants 
gives rise to tension. 
It should be noted that, in some 
Member States, positive action has 
been taken not only on a national, but 
also on a regional and local level by re-
gional and local authorities. Moreover, 
some public services, especially the 
postal, telephone and telegraph ser-
vices in several Member States, are 
implementing a positive action policy. 
In a number of Member States, posi-
tive action in the private sector has so 
far received little encouragement. 
Some Member States have intro-
duced non-compulsory decisions or 
recommendations in order to promote 
positive action. For example, the govern-
ment of the Federal Republic of Ger-
many, together with 30 well-known firms 
in the private sector, has developed a 
number of practical vocational mea-
sures which are now implemented by 
these firms. As a result, a code of prac-
tice for the vocational promotion for 
women in firms has been published. 
The Dutch Government tried to pro-
mote positive actions in the private sec-
tor by means of information; more direct 
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measures are now under discussion. As 
stated previously, direct practical mea-
sures to promote positive action inside 
firms are applied in France; the French 
Government provides financial support 
to approximately 15 enterprises which 
are implementing plans for vocational 
equality, devised after negotiations be-
tween the management and the trade 
unions containing training, working con-
ditions, appointments, career develop-
ment, etc. These are quite large firms; 
the involvement of smaller companies is 
now under discussion. 
In the Member States, the equal op-
portunities bodies promote or advise on 
the encouragement of positive action. 
Most Member States have developed 
positive measures covering the voca-
tional training of women, sometimes 
with accompanying incentives for em-
ployers. In Greece, for instance, employ-
ers receive a subsidy for the recruitment 
of women which is approximately 10% 
higher than what they receive for recruit-
ing men. 
Article 4: Aspects of positive 
actions plans 
In general it can be said that all 
Member States have been active in in-
forming and increasing the awareness 
of both the general public and employ-
ers, trade unions, etc. of the need to 
promote equality of opportunities for 
working women. Some Member States 
(Greece, Portugal, Spain) emphasize the 
importance of these activities. The Dan-
ish report states that in Denmark a wide-
spread awareness of equality problems 
has been achieved at organizational and 
administrative level. In some cases (Bel-
gium, the Netherlands), explicit (informa-
tion) campaigns are conducted con-
cerning respect for the dignity of women 
at the workplace. 
It would appear that qualitative and 
quantitative studies and analyses of the 
position of women on the labour market 
are often conducted in connection with 
the development of (positive action) pol-
icies. In all Member States the import-
ance attached to the diversification of 
the vocational choice of women is in-
creasing. Some Member States report 
on measures concerning the education 
of girls and boys. Vocational training 
measures can be found in all Member 
States. 
An interesting example of guidance 
and counselling services is to be found 
in Denmark, where equal treatment 
counsellors have been employed in 29 
regional job placement offices, organiz-
ing projects together with industry and 
trade unions, individual firms, training in-
stitutions, local authorities and local 
women's groups. 
In the Netherlands, 12% (formerly 
10%) of the budget of every employ-
ment agency has been reserved for the 
re-entry of women to the labour market 
including financial support for independ-
ent women's groups helping women in 
this connection. 
The connection between the voca-
tional training and employment of 
women is not always clear. Positive ac-
tions, including the adaptation of work-
ing conditions, are in general voluntary 
throughout the Community. In France, 
the social partners are directly con-
tacted concerning the vocational equal-
ity of men and women by means of re-
gional meetings, etc. In Italy, an increa-
sing number of collective agreements 
provide for a parity-commission to study 
the employment of female workers; the 
involvement of trade unions is quite con-
siderable and a number of model pro-
jects are in progress. The Dutch Gov-
ernment defines positive action some-
what more narrowly as a coherent set of 
measures to improve the position of 
women in an organization, the manage-
ment of which has assumed the respon-
sibility for the implementation of mea-
sures within certain time-limits and for a 
regular evaluation of the concrete and 
as far as possible qualified targets. It will 
place a policy document before Parlia-
ment to explain how it will stimulate 
these positive actions in firms (including 
the use of instruments such as legisla-
tion and subsidies). 
An interesting development con-
cerning the active participation by 
women in decision-making bodies is 
the Danish law of April 1985 designed to 
improve the sex ratio on official commit-
tees, particularly those with social du-
ties. The percentage of women repre-
sented on such committees has risen 
from 11 to 31 %. 
Article 5: Information on positive 
actions and measures 
In general, it can be concluded that 
the information provided concerning the 
Recommendation itself has been more 
limited. More information (brochures, 
publications in magazines, speeches) 
was supplied concerning the various 
aspects of positive actions. As different 
Member States highlighted different 
aspects of positive actions, the nature of 
the information differs somewhat from 
one Member State to another. 
Article 6: The position of the 
national equal opportunities 
committees or organizations 
Indeed, every Member State has one 
or more (different) national equal oppor-
tunities committees or organizations. 
But the legal status, composition and 
scope of the relevant national bodies 
are often different. Moreover, there have 
been some important changes in the 
status and size of these bodies in the 
last five years (e.g. in Belgium, the Fed-
eral Republic of Germany and France). 
Some Member States, established 
by law independent/autonomous equal 
opportunities bodies, for example in Ire-
land, the UK, Spain and the Nether-
lands. Other Member States, for exam-
ple the Federal Republic of Germany, do 
not have this type of independent equal 
opportunities body, but many tasks con-
cerning equal opportunities are concen-
trated in a department of the ministry 
concerned. 
Article 7: Encouragement to 
both sides of industry, 
guidelines 
Likewise in this area, the measures 
introduced by governments, as well as 
the attitude of employers and trade un-
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ions, vary somewhat and are at some-
what different stages of development. 
In several Member States, there is a 
Code of Practice (e.g. that of the British 
Equal Opportunities Commission), 
whereas in others, these questions form 
part of the discussions between govern-
ments and the social partners; occa-
sionally (in Greece, for example) em-
ployers are given financial incentives to 
employ women. 
Danish firms seem to be increas-
ingly aware of the need to appoint more 
women and recruit more widely. Efforts 
in this direction have been made both 
by the employers' association and by 
individual firms. 
As mentioned above, an increasing 
number of collective agreements in Italy 
relate to the employment of women and 
positive action, and a bill concerning the 
promotion of positive action is under 
discussion. 
In general, trade union awareness of 
the importance of positive measures 
also seems to be increasing. 
Article 8: The public sector as 
an example, new information 
technologies 
Several Member States are studying 
or involved in studies concerning the 
access of women and girls to new tech-
nologies. In the Federal Republic of Ger-
many, research is being carried out into 
the implications of the new technologies 
for private life, the sharing of responsib-
ilities and leisure time. 
Some Member States report on the 
examples they set in their efforts to pro-
mote equal opportunities. For example, 
the Belgian Government wants to set an 
example by means of a pilot project in 
the public telephone and telegraph ser-
vice; this project will be evaluated and 
the conclusions arrived at will serve as 
basic information for other initiatives of 
this kind. In Greece, research is being 
carried out in the public sector to esta-
blish the extent of women's participation 
on councils and committees and a con-
ference has been organized for women 
in State education and public service in 
order to identify and record the prob-
lems which they encounter In their ca-
reer development. 
Article 9: Gathering of 
information, follow-up and 
evaluation 
It can be concluded that most Mem-
ber States have developed or are deve-
loping statistics on the employment of 
women. In several countries, information 
is also gathered on positive measures 
(Belgium, France and the Netherlands). 
The promotion of positive 
actions by the Commission 
of the European 
Communities 
As mentioned in the introduction to 
this report, the Council of the European 
Communities requests the Commission 
to promote and organize, in liaison with 
the Member States, the systematic ex-
change and assessment of information 
and experience on positive action within 
the Community. 
Furthermore, the medium-term Com-
munity programme on equal opportuni-
ties for women ' stipulates that the Com-
mission will support and encourage 
positive actions in various sectors with a 
view to the desegregation of employ-
ment and a better use of human re-
sources. 
The Commission has therefore 
launched projects for both the private 
and the public sector in nearly all Mem-
ber States. As regards the public sector, 
the European Institute of Public Admin-
istration (EIPA) in Maastricht was in-
structed by the Commission to gather 
information concerning women in the 
higher levels of the public service in all 
Member States. This information was 
exchanged and discussed at a round 
table, organized by the EIPA on behalf 
of the Commission in March 19872 by 
officials from the Member States and the 
Commission itself, responsible for per-
sonnel and/or equality issues in their 
own administration. All those present 
considered the discussions to be very 
valuable and interesting enough to be 
followed up in a more structured and re-
gular form. The Commission therefore 
requested the EIPA to organize another 
discussion in 1988. 
As regards the promotion of positive 
action in the private sector, in 1980 the 
Commission initiated a pilot scheme in 
the banking sector. Developments in 
connection with this scheme are still go-
ing on in various banks in several Mem-
ber States. The Commission is also 
supporting the efforts of several trade 
unions to promote positive action in this 
sector. 
In the industrial sector, the Commis-
sion promoted positive actions with the 
help of industrial management consult-
ants in nearly all Member States. In Oc-
tober 1987, a rather successful seminar 
was organized for personnel directors of 
industries interested in the implementa-
tion of positive action. 
As it can be concluded that interest 
in positive action in industry is increas-
ing, the Commission is planning to con-
tinue its promotion activities in this area 
in all Member States. 
The Commission has also under-
taken a specific positive action initiative 
in the area of television. Since 1985, 
funding has been made available for a 
Steering Committee on Women and 
Television involving high-level represen-
tation from the main television channels 
of the Member States. This committee 
has so far concentrated its attention on 
the employment position of women in 
the industry and its meetings have dis-
cussed mechanisms to promote equal 
opportunities, training and career oppor-
tunities for women and working condi-
tions. In addition, specific positive action 
training courses have to date been or-
ganized by four television stations with 
direct financial assistance from the 
' COM (85) 801 final - Equal opportunities for 
women, medium-term Community programme 
1986-90. Supplement 3/86 - Bull EC point 23. 
p. 12. 
-' Working document 'Women in the higher public 
service — a European overview', EIPA. Maas-
tricht, 1987. 
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Commission. Finally, the intention is to 
extend the Committee's remit to cover 
the position of women in radio from 
1988 onwards. 
Since 1983, the Commission has 
funded a specific network on the diversi-
fication of vocational choices for young 
women and women, which has organ-
ized specific positive action initiatives 
on this theme in the Member States. The 
initial positive actions are now coming 
to an end and members of the network 
have recently submitted proposals for 
new positive actions which will get un-
derway in 1988. 
A further network has been in opera-
tion since 1985 to oversee the imple-
mentation of an action programme on 
equal opportunities for girls and boys in 
education. Among the positive action in-
itiatives taken by this network were the 
circulation of an action handbook on 
sex equality to teachers in the Member 
States, the organization of a poster 
competition and the setting up of an ac-
tion research project on the impact of 
the new technologies subjects on edu-
cational prospects for girls. 
Conclusion 
The Government representatives re-
sponsible for the implementation of the 
directive met in October 1987 and con-
cluded that some years are needed be-
fore the results of any large-scale posi-
tive action project can be evaluated. 
They also concluded that the interna-
tional exchange of information could be 
very useful for the development of fur-
ther positive action. 
The Commission therefore pro-
poses to continue the exchange of infor-
mation and to submit a report to the 
Council within four years on the prog-
ress achieved in the further implementa-
tion of the Recommendation on the 
basis of information supplied to it by the 
Member States. 
As the number of positive actions in 
both the public and the private sector is 
increasing, interest in (the exchange of) 
information is also growing. 
The Commission has therefore pro-
duced a Guide to good practice on pos-
itive action, which provides general in-
formation and will be published in all 
languages in 1988. It is addressed to all 
bodies interested in positive action. 
The Commission is also preparing 
an inventory of the different positve ac-
tions in the Member States, which might 
be useful for both the public and private 
sector policy makers. 
The Commission is also drawing up 
a positive action project in the context of 
its own personnel policy. 
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The Commission proposal on the burden of 
proof and the law of the Member States of the 
European Community 
Part I: Indirect discrimination 
Introduction 
The European Community and 
its Member States have progres-
sively laid down a floor of rights to 
enshrine the principle of equality 
between the sexes — Article 119 of 
the Treaty and the three Council Di-
rectives currently in force imple-
menting that principle: equal pay,1 
equal treatment2 and statutory so-
cial security schemes.3 Two more 
directives adopted in 1986 will enter 
into force in the future: occupa-
tional social security schemes4 and 
the self-employed.5 Community law 
in force has all been transformed 
into Member States' national laws 
more or less adequately. 
However, the problem of sex 
discrimination persists. Procedural 
problems have been encountered 
by complainants in all the Member 
States which have the effect of de-
priving the substantive rights pro-
vided by Community law of much of 
their force. The main such problem 
is that of the burden of proof, which 
is difficult and sometimes impos-
sible in the normal course of events 
for an aggrieved complainant to es-
tablish. There are also closely re-
lated problems concerning the wil-
lingness of courts or tribunals to 
draw inferences from the evidence 
that is presented, and the obtaining 
of evidence by the courts and by 
the parties. 
The general rule in civil cases is 
that complainants must prove their 
case on a balance of probabilities. 
This places an undue burden on the 
complainant in sex discrimination 
cases because there are special 
problems of proof in such cases, 
firstly because the relevant evi-
dence Is often in the hands of the 
respondent, and secondly because 
of the widespread but unvoiced and 
often unconscious prejudice which 
distorts acts or decisions affecting 
women and persons with family re-
sponsibilities. 
These unconscious prejudices play 
an important role In placing women at a 
disadvantage In the segregated labour 
market. They give rise to practices 
which are apparently fair in form but are 
unequal In their impact on the sexes — 
the problem of indirect discrimination. 
The concept of indirect discrimina-
tion is not easy to grasp. It has been 
embodied in legislation and case law in 
various jurisdictions, but the existence 
of standards has not necessarily meant 
that judges, advocates or litigants have 
understood or do presently understand 
it. Moreover, standards are often vague 
or imprecise, or do not exist at all. 
Indirect discrimination is a problem 
for both employers and employees. Em-
ployees suffer from unlawful and often 
unintended discrimination: they may not 
even realize they have a complaint to be 
made to their employer or before a tribu-
nal, and if they do, they may fail to have 
It remedied because judges or even the 
lawyers who advise them do not under-
stand or apply the concept of Indirect 
discrimination. Employers for their part 
may find themselves taken unnecessar-
ily to court over a matter which they 
could easily have rectified, and they un-
wittingly lose out on the utilization of an 
important part of their human resources. 
Unnecessary litigation and the under-
utilizatlon or loss of valuable trained staff 
does not make economic sense. 
The Commission first highlighted the 
problems of indirect discrimination and 
the burden of proof in its first Equal 
Opportunities Action Programme 
1982-85: 'Particular problems exist re-
garding the application of the Directives 
in areas where the provisions are open 
to interpretation, as is the case of "indi-
rect discrimination by reference in parti-
cular to marital or family status'".6 The 
Commission recommended examina-
tion of the burden of proof at that time 
because it found that 'workers, and fe-
male workers in particular, made little 
use of the arrangements for redress pro-
vided for by national law... [due to 
the]... inflexibility of the procedures on 
the one hand, and the difficulty of as-
sembling evidence of discrimination on 
the other...' 
A comparative analysis was carried 
out for the Commission in 1984. This 
found that 'the burden (of proof) placed 
on the complainant was a problem' and 
recommended 'that the burden of proof 
should be formally altered In each Mem-
ber State, so that the complainant has to 
show only that she has been less favou-
rably treated and that the person more 
favourably treated was of the opposite 
sex. The burden would then shift to the 
alleged discriminator to show that his 
reason for the treatment was not the 
complainant's sex." 
The European Parliament called for 
action in this area in its report of May 
1984 on 'The situation of women in Eur-
ope', in which it specifically called upon 
the Commission 'to submit proposals... 
to reverse the rules on the burden of 
proof....'8 
The Commission's network of legal 
experts on the application of the equal-
' Council Directive 75/117/EEC of 10 February 
1975 on the approximation of the laws of the 
Member States relating to the application of the 
principle of equal pay for men and women, OJ L 
45, 19.2. 1975, p. 19. 
2 Council Directive 76/207/EEC of 9 February 1976 
on the implementation of the principle of equal 
treatment for men and women as regards 
access to employment, vocational training and 
promotion, and working conditions, OJ L 39, 
14.2. 1976, p. 40. 
3 Council Directive 79/7/EEC of 19 December 
1978 on the progressive implementation of the 
principle of equal treatment for men and women 
in matters of social security, OJ L 6, 10. 1. 1979, 
p. 24. 
4 Council Directive 86/378/EEC of 24 July 1986 on 
the implementation of the principle of equal 
treatment for men and women in occupational 
social security schemes and sell-employed 
workers, OJ L 225, 12. 8. 1986, p. 40. 
5 Council Directive 86/613/EEC of 11 December 
1986 on the implementation of the principle of 
equal treatment between men and women en-
gaged in an activity, including agriculture, in a 
self-employed capacity, and on the protection 
of self-employed women during pregnancy and 
motherhood, OJ L359, 19. 12. 1986, p. 56. 
''Commission communication to the Council of 
14 December 1981 on a new Community action 
programme on the promotion of equal opportu-
nities lor women 1982-85, EC Supplement 1/82 
— Bull. EC; Action 1, Monitoring of the applica-
tion of the Directives. 
' Corcoran and Donnelly, 'Comparative analysis 
of the provisions for legal redress in Member 
States of the EEC', V/564/84. Recommendation 
No 5. p. 80. 
* Report of inquiry No 1 on 'The implementation 
of the first two Directives', p. 43. 
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ity directives has warned that an urgent 
problem exists which has resulted in the 
failure by many applicants to establish 
legitimate claims notwithstanding strong 
circumstantial evidence of discrimina-
tion.' 'Problems with the burden of proof 
are, or may turn out to be, particularly 
serious where indirect discrimination is 
alleged... the absence of proper guide-
lines may prevent applicants from fram-
ing proper claims.'2 
The Commission therefore under-
took in its current 1986—90 action pro-
gramme to put forward 'a Community le-
gal instrument on the principle of the 
reversal of the burden of proof applying 
to all equal opportunities measures'3 to 
'ensure that persons subject to discrimi-
nation will not be required to undertake 
a task which is often impossible.'4 Fol-
lowing the extensive research and con-
sultation outlined above, the Commis-
sion adopted a proposal for a directive 
on the burden of proof,5 which provides 
for a change in the burden of proof, the 
provision to courts and tribunals of ade-
quate powers of discovery of evidence, 
and a definition of indirect discrimina-
tion, including a standard of objective 
justification. These elements have been 
approved by the expert network and by 
the Advisory Committee on Equal Op-
portunities for Women and Men.6 
Judges, lawyers, employers and em-
ployees, not to mention national govern-
ments, must now get to grips with the is-
sues raised by the Commission. This 
article is the first of two designed to un-
derpin the debate on the proposal with 
a detailed insight into the factual and le-
gal background at Community and na-
tional level. In this issue, the question of 
indirect discrimination will be dealt with. 
The next issue will cover the problem of 
proof. 
The definition of indirect 
discrimination 
Community law 
Community law covers all sectors — 
public, private, cooperative — and is 
relevant to all statutory provisions based 
on the equality directives which en-
shrine the principle of equality in the 
areas of employment, vocational training 
and social security. 
There is no mention of indirect dis-
crimination in Article 119 or the Equal 
Pay Directive 75/117. However, the sub-
sequent directives on equal treatment 
do refer to indirect discrimination, albeit 
rather generally: 
'there shall be no discrimination on 
grounds of sex either directly or indi-
rectly by reference in particular to mari-
tal or family status.'7 
The Commission first tried to formu-
late a definition of indirect discrimination 
in the social security area: 
'indirect discrimination may be pre-
sumed where a measure which is ap-
parently neutral in fact predominantly af-
fects workers of one sex, without it be-
ing necessary to establish that discrimi-
nation was intended. On the contrary, it 
is for the person applying the measure 
presumed to be dicriminatory to provide 
proof that it was objectively justified and 
did not involve any intention to discrimi-
nate.'8 
It has now proposed the following 
definition of indirect discrimination in 
article 5 of the proposal on the burden 
of proof: 
'(i) ... indirect discrimination exists 
where an apparently neutral provi-
sion, criterion or practice dispropor-
tionately disadvantages the mem-
bers of one sex, by reference in par-
ticular to marital or family status, and 
is not objectively justified by any 
necessary reason or condition unre-
lated to the sex of the person con-
cerned. 
(ii) Member States shall ensure that the 
intentions of the respondent shall 
not be taken into account in deter-
mining whether the principle of 
equality has been infringed in any in-
dividual case.' 
The elements of this definition are 
closely based on the case law of the 
Court of Justice interpreting Community 
law, discussed below. The definition is 
therefore designed to provide guidance 
and publicity on existing Community law 
rather than to lay down a new standard. 
National legislation and guidelines 
The concept of indirect discrimina-
tion is referred to in most national laws 
applying the equal treatment Directive 
76/207, but much less frequently in na-
tional laws applying the equal pay Direc-
tive 75/117 or social security Directive 
79/7. 
Indirect discrimination in national 
equal pay legislation is specifically pro-
hibited in three Member States (Bel-
gium, Luxembourg and Portugal), whilst 
in three others (Ireland, the Netherlands 
and the United Kingdom) which have no 
express prohibition the national equal 
treatment legislation may be interpreted 
as applying to equal pay as well. 
Only one Member State (Portugal) 
has explicitly prohibited indirect discri-
mination in social security, but there is 
no case law nor any evidence that this 
has had any effect in practice. In other 
Member States, there continue to be 
problems with indirectly discriminatory 
criteria applied to social security benef-
its, which has been reflected in the high 
' F. von Prondzynski, 'Implementation of the 
equality directives', Document, Commission of 
the European Communities (Luxembourg, 
1987), paragraph 7.25. 
r Network of experts on the application of the 
equality directives. Final Consolidated Report 
1987, May 1988. paragraph 2.6. 
3 Supplement 3/86 - Bull. EC, paragraph 19.c. 
' ibid., paragraph 18.b.4. 
5 Proposal for a Council directive on the burden 
of proof in the area of equal pay and equal treat-
ment lor women and men.COM (88)269, 13 May 
1988. 
6 Opinion of 15 May 1987. 
'Directive 76/207 article 2(1); Directive 79/7 art-
icle 4(1); Directive 86/378 articles 5 and 6; Di-
rective 86/613 article 3. 
8 Interim Report on the application of Directive 
79/7/EEC of 19 December 1978 on the progres-
sive implementation of lhe principle of equal 
treatment for men and women in matters of so-
cial security, COM(83) 793 final, p. 6. See also 
Commission response to Quest No 2295/80 by 
Mrs Lizin : 'hidden discrimination which might in 
practice affect workers of one sex as a result of 
marital or family status being taken into account 
in determining the rights being covered by the 
two directives. ' 
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proportion of social security cases 
brought before the Court of Justice both 
by the Commission and on reference 
from national courts. 
With regard to national legislation on 
equal treatment, a few Member States 
make little (France, Greece) or no (Fed-
eral Republic of Germany, Italy, Spain) 
mention of indirect discrimination; 
others refer to indirect discrimination in 
similar terms to the directive itself (Den-
mark, the Netherlands), some (Belgium 
and Luxembourg) going a little way tow-
ards explaining what the concept 
means. Specific definitions of indirect 
discrimination in national equal treat-
ment legislation exist only In Ireland and 
the United Kingdom, and a draft defini-
tion has been proposed in a Bill submit-
ted to the Italian Parliament In 1987. 
Ireland — Employment Equality 
Act 1977, s. 2(c) 
'For the purposes of this Act, discri-
mination shall be taken to occur... 
where because of his sex or marital sta-
tus a person is obliged to comply with a 
requirement, relating to employment..., 
which is not an essential requirement for 
such employment... and in respect of 
which the proportion of persons of the 
other sex or (as the case may be) of a 
different marital status but of the same 
sex to comply is substantially higher.' 
United Kingdom — Sex 
Discrimination Act 1975, s. 1(1(b) 
(and equivalent provisions of 
Sex Discrimination (Northern 
Ireland) Order) 
'A person discriminates against a 
woman in any circumstances relevant 
for the purposes of any provision of this 
Act, if... he applies to her a requirement 
or condition which he applies or would 
apply equally to a man, but — (i) which 
is such that the proportion of women 
who can comply with it is considerably 
smaller than the proportion of men who 
can comply with it, and (ii) which he can-
not show to be justifiable irrespective of 
the sex of the person to whom it is ap-
plied, and (iii) which is to her detriment 
because she cannot comply with it.' 
Italy — Positive Action Bill, 
Article 4, 1987 
'(i) ... the prohibition of discrimination 
covers any act or behaviour, objec-
tively detrimental, which directly or 
indirectly discriminates by reasons 
of sex. 
(ii) Indirect discrimination consists of 
any less favourable treatment con-
cerning nonessential job require-
ments which results from the adop-
tion of criteria which substantially 
and disproportionately disadvantage 
workers of one or other sex.' ' 
The crucial difference between the Ir-
ish Act and the Italian Bill on the one 
hand, and the British Act on the other, is 
the stricter standard of objective justifi-
cation laid down by the former — 'es-
sential' rather than 'justifiable'. The stric-
ter test is closer to that required by 
Community law after the Bilka decision 
by the Court of Justice, discussed be-
low.2 
It should be noted in passing that 
marital status discrimination is specif-
ically made a head of direct discrimina-
tion in Britain, Ireland and Italy, so that 
married and single persons of the same 
sex may be compared. Similarly, discri-
mination based on family status is ex-
pressed as direct discrimination in 
Greece, France and Italy. 
Other official definitions exist or have 
been suggested in the Netherlands and 
Belgium which are helpful but still too 
imprecise. 
There is a real need for a consistent 
definition of indirect discrimination. It ap-
pears that there is no consistency in 
cases, or even no case law at all, where 
there is no reference or a vague refer-
ence to indirect discrimination.3 The 
countries with the clearest definitions 
have the most effective application of 
the concept, and even there, where 
there is open texture to the wording, 
such as 'justifiable' in the United King-
dom, courts have strayed from the 
proper test of objective justification. 
The Commission's expert network 
has therefore recommended that there 
should be, ideally, an express prohibi-
tion of indirect discrimination in each 
Member State and a clear, Community-
wide definition. The following elements 
were proposed to form the major com-
ponents of such a definition: 
(i) a requirement, a practice or a condi-
tion of employment; 
(ii) is not objectively justifiable as ne-
cessary; and 
(iii) has a disproportionate adverse im-
pact on the members of one sex or 
of a particular marital or family sta-
tus.4 
These elements may be seen in Art-
icle 5 of the proposed Directive. 
The difference between 
direct and indirect 
discrimination 
In practice, a complaint may well in-
volve both direct and indirect discrimi-
nation, in which case the question under 
Directive 76/207/EEC is whether unlaw-
ful sex discrimination, which may be di-
rect or indirect, has taken place. How-
ever, it is important to understand the 
difference between the two concepts 
because the analysis and presentation 
of a case — pleading, burden of proof 
and type of evidence — may differ be-
fore national courts, depending which is 
involved. 
Direct discrimination 
Direct discrimination arises where a 
woman is treated less favourably than a 
man — whether an actual or hypotheti-
cal male comparator — on the grounds 
of sex. Stereotypical assumptions about 
the group to which an individual be-
longs may give rise to both direct and 
indirect discrimination. 
' Unofficial translation. 
-'The British EOC have recommended that the 
British legislation be changed along these 
lines: Formal Proposals. March 1988, paragraph 
3.6. 
3 In Portugal there has been no case law on De-
cree 392/79. 
' 1987 Consolidated Report, paragraph 3.4.3. 
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Cases in Ireland and the United 
Kingdom, have stated that the lack of in­
tention to discriminate or a benevolent 
motive is no defence for less favourable 
treatment. The question arises whether 
in principle it is proper to admit the con­
cept of intentional indirect discrimina­
tion, which may well be a contradiction 
in terms. If an employer lays down a re­
quirement which it knows will impact un­
favourably upon women in particular, 
this may be in reality direct sex discrimi­
nation. In any event, the line between ar­
guments on pretext and objective justifi­
cation will be very blurred on this point. 
With regard to the burden of proof, 
where a complainant has presented her 
case and shown prima facie evidence of 
discrimination, a rebuttable presumption 
of discrimination arises and the eviden­
tial burden shifts to the respondent, who 
must show that there has been no dis­
crimination on grounds of sex. 
Indirect discrimination 
Indirect discrimination takes place 
where a requirement (whether flowing 
from statute, agreement or practice) ap­
plies equally to both sexes but is in 
practice more difficult for one sex to 
comply with than for the other. It will be 
unlawful if it cannot be objectively justi­
fied, i.e. if the respondent cannot show 
that it is necessary for the attainment of 
a legitimate aim. 
The elements of a definition of indi­
rect discrimination may be derived from 
the jurisprudence of the Court of Justice 
and from legislation in two Member 
States. Analysis of these elements 
shows that, in principle, existing equal 
opportunities legislation necessarily in­
volves some shifting of the burden of 
proof between the parties. 
The concept of indirect discrimina­
tion was discussed by the Court of Jus­
tice in Case 170/84, Bilka Kaulhaus ν 
Weber von Hartz, particularly the re­
quirement on the employer to show ob­
jective justification for a facially neutral 
but discriminatory rule or condition.' 
Following this decision, it may be ob­
served that the concept of indirect dis­
crimination necessarily implies a shifting 
of the burden from the complainant to 
the employer according to the following 
three-part analysis: 
(i) the employee must show the exis­
tence of a requirement or condition; 
(ii) the employee must show that this 
has a disproportionate impact on the 
members of a particular sex or mari­
tal status; 
At this stage, indirect discrimination 
is established. It will be unlawful unless: 
(iii) the employer proves that the condi­
tion was 'objectively justified'.2 
These three elements will be dis­
cussed in turn. 
The elements of indirect 
discrimination 
Requirement or condition 
The formulation of a facially neutral 
requirement, condition, criterion, prac­
tice or policy by the applicant is the first 
part of an indirect discrimination case. It 
may be difficult to persuade a tribunal 
that there is such a criterion impacting 
unfavourably on the applicant. Also, 
where an employer's policies are fairly 
informal, there is evidence from the Un­
ited Kingdom that the formulation of a 
condition or requirement may be a ma­
jor stumbling-block for applicants.3 
The Community definition therefore 
uses the broadest possible formulation, 
including the word 'practice', for the 
avoidance of doubt. The draft Directive 
would clearly ease the presentation of a 
case based on the existence of such 
practices. 
Circumstances which 
commonly give rise to 
indirect discrimination in 
practice4 
Part-time work (requirement of 
full-time work) 
Women form the majority of all part-
time workers, varying betwen about 
60 % in Italy to 90 % in the United King­
dom. Whilst most economically active 
women do work full-time, up to two-
thirds of those in the middle age ranges, 
mainly married women with dependants, 
may be employed on a part-time basis. 
In contrast, male part-time workers are 
mainly teenagers or older men. Women 
workers are concentrated in relatively 
few occupations, frequently those with a 
high demand for part-time labour. These 
occupations include catering, cleaning, 
hairdressing and other personal ser­
vices. The preference for part-time work 
is thus an inevitable consequence of 
women's family commitments, which 
have the effect that fewer women than 
men can comply with the requirement to 
work full-time. 
Part-time workers are often excluded 
from certain bonuses and allowances, 
their working conditions and career 
prospects often suffer because of their 
part-time status, and they may be se­
lected first for redundancy. However, 
part-time workers have successfully 
challenged such practices as unlawful 
indirect sex discrimination in pay or 
working conditions in Ireland,5 the Neth­
erlands6 and the United Kingdom.7 
Physical strength requirements 
Physical strength is a principal area 
of prejudice about women's capacities. 
Managers generally believe that women 
lack the physical strength thought ne-
' See also Case 237/85, Rummler ν Dato-Druck 
GmbH [1986] ECR 2101. 
: Case 170/84, Bilka Kaufhaus ν Weber von Hartz 
[1986] ECR 1607, paragraph 36. 
3 The British EOC have recommended that the 
criteria should be enlarged to include any 'prac­
tice or policy.' Formal proposals, paragraph 3.3. 
' See generally, Angle Byre, 'Indirect discrimina­
tion,' British Equal Opportunities Commission, 
1987. 
5 Dunnes Stores ν 2 female employees (EP 
15/1982) and St Patrick's College. Maynooth ν 
19 female employees (EP 4/1984) ; Packard Elec­
tric Ireland Ltd ν Employment Equality Agency 
(EE 14.1985). 
6 Equal Treatment Committee 25-11-1985, GB-
2982-85-19. 
7 Jenkins ν Kingsgate (Clothing Productions) Ltd 
[1981] ICR 725; Clarke ν Eley (IMI) Kynoch Ltd 
[1982] IRLR 48; The Home Office ν Holmes 
[1984] IRLR 299. 
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cessary for heavier work, even though in 
practice the women concerned are able 
to carry out the physical tasks con­
cerned. 
With regard to direct discrimination, 
national legislation may exclude the 
principle of equality on the basis of crite­
ria based on physical strength, such as 
maximum load carrying weights for 
women. However, it is inadequate to talk 
in terms of a 'standard man' and a 
'standard woman'. No two workers are 
the same and a particular woman may 
be stronger than a particular man; she 
may at the same time be weaker than a 
standard based upon the male aver­
age.' The Commission has taken the 
position that such constraints on 
women's work may be contrary to the 
equal treatment Directive 76/207, and 
that there should be common standards 
that apply to everyone.2 
An example of indirect discrimina­
tion arose in the Federal Republic of 
Germany, where legislation forbade 
women from working in jobs involving 
the lifting and carrying of weights above 
10 kg and 15 kg respectively. One em­
ployer refused to organize a particular 
set of tasks so that they would involve 
lifting and carrying weights under these 
limits, though this was in fact possible, 
and thus tried to limit recruitment to 
men.3 
Age bars 
Maximum age limits are imposed to 
target recruitment on young people, but 
such criteria will inevitably exclude or 
disadvantage women, who tend to re­
turn to the workforce after a career break 
to care for their children at precisely the 
time that an age bar applies. Age bars 
often limit access to day release 
courses for employees to young people. 
Such age limits, backed where neces­
sary by expert statistics, have been held 
to raise a presumption of discrimination 
in Britain and Ireland.4 
Marriage, marital or family 
responsibilities 
The practice of taking family commit­
ments into account usually impacts 
against women, who are presumed un­
like men, to be unreliable employees as 
a result. However, such assumptions 
have held to give rise to unlawful indi­
rect discrimination in the Netherlands5 
and the United Kingdom.6 An employer 
should not apply a blanket exclusion to 
a whole class of persons (women or 
married persons or persons with familiy 
responsibilities) because some mem­
bers of that class were unreliable, but 
should instead investigate each case on 
its merits. This need not be onerous, for 
example, an employer can easily check 
whether an applicant is reliable by tak­
ing up references. 
The practice of taking family commit­
ments into account may also give spe­
cial protection to those presumed to be 
heads of households, usually men. This 
is particularly a problem with social sec­
urity entitlements. Systems favouring 
persons with dependant families — 
even if framed in terms of absolute 
equality of treatment between men and 
women — usually advantage men be­
cause healthy men who are not unem­
ployed tend to have an occupation, 
whereas many women are obliged to 
stay at home and are thereby unable to 
claim that they have a dependant 
spouse and children. As a result, the 
linking of an increase in benefits to the 
existence of a dependent family gen­
erally results in indirect discrimination 
against women.7 The Court of Justice 
has ruled that there is a presumption of 
indirect discrimination contrary to Article 
4 of Directive 79/7 if benefit rules pro­
vide for supplementary allowances for 
breadwinners, which can be claimed by 
a substantially lower percentage of 
women than men.8 
Condition of geographical 
mobility 
Women are generally regarded as 
less willing or able to move than men. 
More women have family responsibili­
ties which make it difficult in practice to 
comply with such a requirement, so that 
the area they live in once married is 
likely to be determined by the hus­
band's job. Indirect discrimination may 
also arise because a woman's lower 
pay may make a job further away, with 
increased travel costs, not worthwhile 
for her. 
A number of areas of work, notably 
the finance sector, link training, and 
promotion to geographical mobility. 
Such a policy may consist of both direct 
and indirect sex discrimination. It is di­
rect discrimination if an employer rejects 
female job applicants because of a gen­
eral assumption that women will not be 
mobile, or if the employer presents the 
geographical mobility requirement in 
more onerous terms to female than male 
applicants. There is indirect discrimina­
tion where the employer cannot justify a 
mobility requirement, e.g., where training 
requirements are linked to mobility, the 
employer should be able to show that 
employees do not in practice remain in 
one place and cannot otherwise receive 
an adequate training. 
Personal qualities or 
'acceptability' 
In practice, 'personal qualities' may 
be one of the most important criteria for 
selection. This is a problem, because it 
is so obviously subjective and may well 
include judgements on whether a candi­
date is 'pleasant' or 'acceptable' and 
' See Case 237/85. Rummler ν Dato-Druck 
GmbH, supra paragraph 23 and 24. 
1 See Commission Communication on protective 
legislation for women, COM (87) 105 final, 13 
March 1987. 
3 Bertelsman and Rust. Equal Opportunity regu­
lations for employed women and men in the 
Federal Republic of Germany, in 'Equality in law 
between men and women in the European Com­
munity', Louvain-la-Neuve 1987, ed. Michel Ver-
wilghen, p. 93. 
' Price ν Civil Service Commission. [1977] IRLR 
291 ; Huppert ν UGC and the University of Cam­
bridge COIT 35260/84; North Western Health 
Boaro'ν Martyn (EE 14/1981, DEE 1/1982). 
5 Equal Treatment Committee 25-9-1986, GB-
3015-86-26, refusal to appoint a mother with 
three children because of family responsibili­
ties. 
6 Thorndyke ν Bell Fruit (North Central) Ltd [1979] 
IRLR 1. 
' Opinion of Α-G Mancini of 7. 10. 1986 in Case 
30/85, Teulmg-WormSM BCI. 
3 Case 30/85; Teulmg-Wormsv BCI. affirmed and 
applied by the Raad van Beroep, decision of 29. 
12. 1987, which held that the national rules did 
not satisfy the test of obiective justification. 
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'will fit in with her colleagues'. Personal­
ity may be a pretext for direct discrimi­
nation, and where indirect discrimination 
is examined there should be particularly 
close scrutiny of whether it has been 
justified. 
Pregnancy 
Pregnancy discrimination may be 
analysed as both direct and indirect dis­
crimination. With regard to direct discri­
mination, a pregnant woman may be 
treated less favourably than a man re­
quiring time off for a medical condition. 
With regard to indirect discrimination, 
there is a requirement of non-pregnancy 
which may have a disproportionate and 
unjustified impact on women. Discrimi­
nation against pregnant women has 
been found to constitute indirect discri­
mination in Belgium,' Ireland,2 the Neth­
erlands3 and the United Kingdom." 
These are important decisions, because 
the general labour law protection 
against unlawful dismissal on grounds 
of pregnancy is ipso facto limited to dis­
criminatory dismissals only. 
Disproportionate Impact 
The need to show disproportionate 
impact will require some comparisons 
between different pools of labour. In 
Case 170/84 Bilka Kaufhaus ν Weber 
von Hartz, the Court of Justice laid down 
that complainants must establish that a 
criterion 'affects a far greater number of 
women than men'.5 This means that 
complainants have to identify relevant 
pools and criteria to be employed for 
the purposes of comparison, a difficult 
and complex task. 
The Commission's expert network 
has found that national courts have 
'broadly two approaches to evidence in 
handling indirect discrimination claims. 
Some courts adopt a very flexible "com­
mon sense" approach (for example in 
the Netherlands); others appear to re­
quire the provision of very precise sta­
tistical data (for example in Ireland and 
the United Kingdom), data which no job 
applicant or employee could normally 
be expected to find. Courts in other 
Member States appear to have adopted 
no rules or guidelines at all — or are 
given no guidelines or rules by legisla­
tion — so that indirect discrimination 
cases simply are not brought: this ap­
pears to be the case in France, Portugal, 
Belgium and Greece'.6 
The complainant also has to show 
that inability to comply with the test 
causes some detriment or disadvan­
tage, the aim being to exclude frivolous 
or vexatious cases. The need to show 
some 'disadvantage' has been sug­
gested in the Netherlands, laid down by 
case law in the United Kingdom7 and 
proposed in the Italian Bill on Positive 
Action. 
Objective justification 
Indirect discrimination is not unlaw­
ful if it can be justified objectively. Once 
the complainant has satisfied the above 
tests, and has thereby established a 
presumption of discrimination, the evid­
ential burden passes to the employer to 
provide an objective justification. How­
ever, the reasons for such requirements 
are often not justified by business need 
but merely by traditional assumptions. 
There are two possible standards for 
objective justification, 'business neces­
sity' and 'administrative convenience'. 
The latter is a looser standard which 
only requires an employer to show that 
a requirement was reasonably needed 
rather than necessary. The former is a 
strict standard first articulated in the 
leading US race discrimination decision 
of Griggs ν Duke Power Co.* and sub­
sequently adopted by the Irish legisla­
tion and Dutch9 and early United King­
dom case law: 
'...a practice which would otherwise be 
discriminatory is not to be licensed 
unless it can be shown to be justifiable, 
and it cannot be justifiable unless its 
discriminatory effect is justified by the 
need, not the convenience, of the busi­
ness or enterprise."0 
This means, inter alia, that a require­
ment will not be necessary if there are 
other means by which the employer's 
aim could be met." 
Objective justification was first dis­
cussed by the Court of Justice in Case 
96/80 Jenkins ν Kingsgate (Clothing 
Productions) Ltd. In this case, a female 
part-time employee received a lower 
hourly rate than a male full-timer em­
ployed on the same work, which the em­
ployer sought to justify by the need to 
discourage absenteeism, to ensure that 
expensive machinery was being used to 
its fullest extent, and to encourage pro­
ductivity. Advocate-General Warner ar­
gued that the concept of indirect discri­
mination applied to Article 119: 'A re­
quirement which had a disproportionate 
impact on women meant that there was 
prima facie discrimination which re­
quired some special justification from 
the employer.' However, the Court was 
less clear: 
'a difference in pay between full-time 
workers and part-time workers does not 
amount to discrimination prohibited by 
Article 119 of the Treaty unless it is in 
reality merely an indirect way of redu­
cing the pay of part-time workers on the 
grounds that the group of workers is 
' Tribunal de Travail de Gand, 18 May 1981. 
2 An Foras Forbathav A worker (DEE 4/1982). 
3 Rechtbank Haarlem. 10 January 1984, Rolno 
1289/1982. 
' Hayes ν Malleable Working Men's Club and In­
stitute and Maughan ν North East London Ma­
gistrates'Court Committee [1985] ICR 703. 
sThe Federal Labour Court, applying the opin­
ion, decided that there is discrimination if 'con­
siderably more women than men are affected to 
their disadvantage' and recommended the flex­
ible use of statistics, 3 AZR 66/83, judgment of 
14. 10. 1986. 
6 Network of experts on the application of the 
equality directives, Final Consolidated Report 
1987, May 1988, paragraph 2.6. 
7 In direct discrimination, 'subjecting to any 
other detriment' need mean no more than 'put­
ting under a disadvantage', Ministry of Defence 
ν Jeremiah [1980] ICR 13 (Court of Appeal), per 
Brandon U at p. 26. 
8 401 US 424 (1971). 
9 Kantongericht Zaandem 19-7-1984 (NCJM-Bul-
letin 1985. p.40), there must be 'objective justi­
fication' where a neutral criterion has disadvan­
tageous effects on women. 
'° Steel ν Union of Post Office Workers and Gen­
eral Post Office [1977] IRLR 288. The standard 
was subsequently weakened by case law to the 
administrative convenience standard. 
" Price ν Civil Service Commission (No 2) [1978] 
IRLR 3; Albemarle Paper Co. ν Moody, 422 US 
405(1975). 
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composed exclusively or predominantly 
of women.' 
However, a clear standard of justifi­
cation has now been clearly laid down 
by the Court of Justice in Case 170/84 
Bilka Kaufhaus ν Weber von Hartz a 
case where part-time workers were ex­
cluded from an occupational pension 
scheme. The complainant was em­
ployed as a sales assistant for 15 years, 
but worked part-time for the last few 
years. When her employers refused to 
pay her an occupational pension, she 
argued that the pension scheme was 
contrary to Article 119 because the mini­
mum period of full-time work placed 
women at a disadvantage. Her employ­
ers replied that there were objectively 
justified grounds for excluding part-time 
workers from the pension scheme, for 
example, full-time workers permit lower 
ancillary costs, the use of staff through­
out opening hours, etc. 
The Court of Justice held that such 
an exclusion contravened Article 119 
'unless the undertaking shows that the 
exclusion is based on objectively justi­
fied factors unrelated to any discrimina­
tion on grounds of sex.' The Court laid 
down a three-part test for objective justi­
fication whereby the means chosen to 
achieve the objetive must: 
(i) correspond to a real need on the 
part of the undertaking; 
(ii) be appropriate with a view to achiev­
ing the objective in question; and 
(iii) be necessary to that end.2 
The case is important, firstly, be­
cause it confirms and tightens up the in­
direct discrimination analysis in the earl­
ier Jenkins decision — in particular, it 
does not refer to the employer's inten­
tion as an element of indirect discrimina­
tion. Secondly, it comes down firmly in 
favour of the strict 'business necessity' 
standard of objective justification. 
Positive action 
Before closing, it should be ob­
served that legal action is neither the 
only nor the most effective of dealing 
with indirect discrimination. It may also 
be addressed by positive action carried 
out by employers or trade unions on a 
voluntary basis. 
As has been noted above, indirect 
discrimination is a problem for both em­
ployers as well as employees. It causes 
employers to waste valuable human re­
sources and lays them open to legal 
challenges of suspect practices. It must 
be in the interest of employers to stem 
such waste and to pre-empt such litiga­
tion by examining in advance their 'em­
ployment policies and practices — 
which may appear to be neutral and 
which may be implemented impartially' 
to see whether they 'in fact operate to 
exclude women for reasons which are 
not job-related or required for safe or ef­
ficient business operation'.3 The Com­
mission has published a Guide to posi­
tive action, in which Stage three: Action 
deals with several of the apparently neu­
tral criteria discussed above.4 
It was in this context that the Econ­
omic and Social Committee recom­
mended that there be a flexible directive 
on the burden of proof to 'help to re­
dress the continuing infringement of 
equal rights' and to 'encourage and sti­
mulate good employment practices and 
modern personnel techniques'.5 In the 
long term, positive action, guided by the 
legal context in which it operates, may 
be the most effective means of dealing 
with indirect discrimination. 
Conclusions 
(i) Unjustified indirect sex discrimina­
tion is already unlawful in every 
Member State of the Community with 
regard to any provision of national 
law relating to the principle of equal­
ity, be it equal pay, equal treatment, 
social security, or the other areas to 
which it relates. It does not detract 
from its legal force that it is hardly 
defined in most Member States. In 
this sense, the proposed directive 
adds no new substantive law. 
(ii) However, the concept of indirect dis­
crimination is not understood or ap­
plied in most Member States. The 
draft directive is designed to combat 
this non-application of the law by 
publicizing and defining the concept, 
Community-wide, for the first time. It 
is for this reason that Article 6 of the 
proposal specifically provides' that 
its provisions should be given wide­
spread publicity. Though it adds no 
new law, it is intended to lead to a 
better application of the law. 
(iii) Lastly, the role of the law is secon­
dary at best in this area, providing a 
set of ground rules that may or may 
not be used. The experience of the 
EC Member States shows that the 
mere existence of a legal norm is not 
enough. Indirect discrimination 
arises because of the provisions, 
terms and conditions in collective 
agreements and contracts of em­
ployment, and employment practices 
and understandings, that are based 
on traditional ideas on the role and 
capabilities of women and men, that 
serve to maintain the segregated la­
bour market. Some of these have 
been discussed above. It is hoped 
that a better understanding of the 
concept of indirect discrimination as 
a result of the proposed directive will 
help employers and employee re­
presentatives to examine all such 
practices and conditions to see 
whether they are necessary, or 
whether they should be changed. 
Christopher Docksey 
' [1981] ECR 911, 926 paragraph 15. The decision 
also referred to the 'employer's intention' at par­
agraph 14. 
: Ruling 2. 
3 Positive action — Equal Opportunities lor 
women in employment. Office for Official Publi­
cations, Luxembourg. 1988. Reproduced in 
EOR No 17, January/February 1988, p. 34. 
' See also, e.g., Making changes for women at 
work — How to implement an equal opportuni­
ties programme. Equal Opportunities Commis­
sion for Northern Ireland. 1988. 
- Opinion of 24 April 1986 on Equal Opportunities 
for women — Medium-term Community pro­
gramme - 1986-90. paragraph 3.1.2. 
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Member Slate 
National legislation 
— any definition of 
or reference to indi-
rect discrimination ? 
Text of national 
provisions 
Other heads of di-
rect discrimination 
apart from sex? 
Has case law ap-
plied the concept ol 
indirect discrimina-
tion? 
Any official sugges-
tions lor delinition 
or reform? 
Belgium 
- Economic Reform 
Act 1978, 
Title V. Equality of 
Treatment, Article 118 
— Yes-reference 
'The principle of 
equality of treatment 
. . . shall imply the 
absence of discrimi-
nation based on sex, 
either, directly or in-
directly by reference, 
inter alia, to marital 
or family status.' 
- See also Article 
121, §2 
conditions or criteria 
for admission or se-
lection should not 
use elements which, 
in the absence of an 
explicit reference to 
the worker's sex, re-
sult in any form of 
discrimination 
- None 
- Yes 
— Belgian Commis-
sion on Women's 
Work, 1983:...'there 
is indirect discrimi-
nation where a 
measure, arrange-
ment or practice, 
which is directed 
towards an appar-
ently non-discrimin-
atory and impartially 
administered end, 
results in fact in dif-
ferent treatment of 
persons on account 
of their sex.' 
Denmark 
— Equal Treatment 
Act 1978, s.1(1) 
— Yes-reference 
'For the purposes of 
this Act, equality of 
treatment as be-
tween men and 
women means that 
no discrimination 
occurs on grounds 
of sex. The forego-
ing applies to both 
direct and indirect 
discrimination, es-
pecially in connec-
tion with pregnancy 
or marital or family 
status.' 
— None 
- No 
- No 
Federal Republic of 
Germany 
- Civil Code, 
Art. 611a 
- No 
— None 
— None 
- Yes 
- No 
Greece 
— Employment 
equality act 1984, 
No 1414, Article 3(2) 
— Yes-reference 
'it shall not be lawful 
in . . . advertise-
ments . . . to make 
reference to the sex 
. . . of the persons 
concerned,orto 
employ criteria or 
elements which 
would lead even in-
directly to discrimi-
nation based on sex' 
— Family situation 
— None 
— None 
Spain 
— Workers Statute 
1981 Art.17 
Constitution, Art. 14 
- No 
— None 
- Yes 
- No 
France 
Article L 123-1 of 
the Labour code 
- No 
— None 
— Family cir-
cumstances 
- Yes 
- No 
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Italy 
- Equal Treatment Act 
1977 
No 903, Art. 1(1) 
- No 
- None 
- Marital status 
— Family circumstances 
- Pregnancy 
- No 
— Positive Action Bill, 
Article 4, 1987 
'1 . . . . the prohibition ol 
discrimination covers 
any act or behaviour, ob-
jectively detrimental, 
which directly or indi-
rectly discriminates by 
reasons of sex. 
2. Indirect discrimination 
consists of any less fa-
vourable treatment con-
cerning non-essential 
job requirements which 
results from the adoption 
of criteria which substan-
tially and disproportion-
ately disadvantage work-
ers of one or other sex.' 
Ireland 
— Employment Equality 
Act 1977, s.2(c) 
— Yes-definition 
' . . . discrimination shall 
be taken to occur . . . 
where because of his 
sex . . . a person is 
obliged to comply with a 
requirement, relating to 
employment.. ..which is 
not an essential require-
ment for such employ-
ment . . . and in respect 
of which the proportion 
of persons of the other 
sex . . . able to comply 
is substantially higher.' 
— Marital status 
- Yes 
- No 
Luxembourg 
— Equal Treatment Act 
1981, article 2(1) 
— Yes-reference 
' . . .the principle of 
equal treatment means 
the absence of discrimi-
nation on grounds of 
sex, whether direct or in-
direct, and in particular 
by reference to marital 
or family status.' 
— None 
— None 
- No 
Netherlands 
— Men and Women 
(Equal Treatment) Act 
1980, Art. 1 
— Yes-reference 
'An employer shall not 
make any distinction be-
tween men and women, 
either directly or indi-
rectly (for instance by 
referring to their marital 
status or family situa-
tion) . . . ' 
— See also §2 condi-
tions or criteria for ad-
mission or selection 
should not use elements 
which, 'although lacking 
any explicit reference to 
the worker's sex, result 
in discrimination' 
— None 
- Yes 
— Dutch Equal Treat-
ment Committee, 1985 
— indirect discrimina-
tion exists where there is 
a 'reference to a quality' 
which, while not con-
fined to a given sex, re-
sults in a disadvantage 
for persons of that sex 
and which cannot be 
shown to have an 'objec-
tive justification' 
Portugal 
- Decree No 392/79, 
Article 3(1) 
— Yes-reference 
— Right to work with-
out'any discrimination 
based on sex, either 
director indirect', parti-
cularly with reference to 
'civil status or family si-
tuation' 
— None 
— None 
— None 
United Kingdom 
— Sex Discrimination 
Act 1975, s.1(1)(b) 
* 
— Yes-definition 
'A person discriminates 
against a woman . . . 
i f . . . he applies to her 
a requirement or condi-
tion which he applies 
or would apply equally 
to a man, but — (i) 
which is such that the 
proportion of women 
who can comply with it 
is considerably smaller 
than the proportion of 
men who can comply 
with it, and (ii) which 
he cannot show to be 
justifiable irrespective 
of the sex of the person 
to whom it is applied, 
and (iii) which is to her 
detriment because she 
cannot comply with it.' 
— Marital status 
- Yes 
— British Equal Op-
portunities Commis-
sion, 1988 
— enlarge definition to 
include any'practice or 
policy' 
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School-industry links: 
Progress in the European Community 
The following is an edited ver-
sion of the speech of Mr Hywel C. 
Jones at the opening session of the 
conference 'School & Industry: 
Partners for education' organized 
by the Department of Education 
and Science of the Government of 
the Netherlands, in cooperation 
with the Commission of the Euro-
pean Communities, at the Leeu-
wenhorst Congress Centre, Noord-
wijkerhout, on 16—18 March 1988. 
The conference brought together 
senior officials and other represen-
tatives from all Member States of 
the Community, to review the con-
clusions of the Community's sec-
ond action programme for the 
transition of young people from ed-
ucation to adult and working life, 
especially as regards school-indus-
try links. The conference also in-
cluded representation from the 
Nordic Council and contributions 
from pilot projets in some Nordic 
countries. 
Copyright: Photo News 
This is a good moment to take stock 
of where we are, in the Community and 
in the Nordic countries, on the develop-
ment of a closer relationship between 
the education world — especially that of 
the schools — and the world of the 
economy at large. The theme of linking 
schools with the world of the economy 
was not included, as such, among the 
priority points singled out as objectives 
in the 1982 Council Resolution which 
set up the second action programme 
concerning the transition of young peo-
ple from school to adult and working life. 
It is only recently that it has emerged so 
strongly, as a pervasive policy goal, at 
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all levels of education and training, 
rather than solely as part of good voca-
tional training arrangements where of 
course such collaboration has existed in 
most countries for many years. 
This change of emphasis should be 
recognized as a milestone in the evolu-
tion of compulsory education systems 
because it reflects an understanding of 
the importance, for effective education, 
of schools looking outwards. It implies, 
in effect, a determined move away from 
the historic 'cloister' tradition of 
schools-behind-walls, excluding the 
outside world, and apart from it. 
I make no claim to be an expert on 
the history of schools as institutions. But 
I venture the proposition that the 1980s 
will be seen an important stage in their 
adaptation. Schools were set up, in 
most parts of Europe, along the lines of 
mediaeval places of learning. But what 
we see now is their development tow-
ards institutions which are formally or in-
formally recognized as partners, and re-
cognize themselves as partners, with all 
the other social and economic institu-
tions in their local community, whatever 
sector they are in — productive, ser-
vices, industrial, welfare, learning, train-
ing, cultural, or a mixture of any or all of 
them. 
The idea of partnership at local level 
has become a new force for change for 
schools. The Community action pro-
gramme has done much to help clarify 
what partnership can mean in terms of 
the role of the school — what the edu-
cation gain is from linking with firms. 
Two points stand out quite clearly. 
First, it has helped to put into circulation 
at European level the idea of educating 
young people 'for enterprise'. This was a 
phrase virtually unknown a few years 
ago outside one or two of our countries. 
But now, from Reggio Calabria to Jut-
land, educators are talking about it. The 
values of 'Imprenditorialità.' — or entre-
preneurship — are seen as a very ac-
ceptable addition to the personal and 
social education of young people. 
Enterprise education, like any new 
concept in the education world, has its 
critics. It sometimes tends to get over-
sold. Nevertheless, its importance for 
shifting traditional values in directions 
relevant to the vocational needs of 
young people and the world they are 
Copyright: Photo News 
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going to enter, is surely of profound 
long-term significance. 
A second form of successful linking 
has also been put under the spotlight by 
the programme. I refer to the much older 
and already highly developed system of 
'Arbeitslehre' in the Federal Republic — 
'Introduction to the world of work'. Who 
was aware, outside the Federal Repu-
blic, that there are as many as 350 work-
ing groups at local level bringing teach-
ers and industrialists together, to back 
up young people's acquisition of indus-
trial and economic ideas, and their parti-
cipation in periods of work experience 
both of which are required in 'Arbeits-
lehre', as part of compulsory schooling? 
Like many excellent innovations, this is 
scarcely known outside the country of 
origin. The Community action pro-
gramme has provided a frame, and the 
resources, to analyse this highly instruc-
tive approach to putting education and 
economic worlds in touch with each 
other. 
The added value of the Community's 
work here has been not just to point out 
the relevance, and sophistication, of this 
development to others who may be 
planning school-industry partnerships, 
but to help them by putting it in the right 
policy framework, and interpreting its 
significance in terms which are 'Euro-
pean', that is to say, intelligible to practi-
tioners in other countries, with different 
administrative and political frameworks. 
Those who are interested may refer 
to the profile on 'Arbeitslehre' in the 
Commission's series of 'Innovations'. 
This series of four-page pamphlets 
covers significant new developments on 
school-industry and other aspects of 
transition education and was published 
as part of the European dimension of 
the programme. It is available now in all 
the nine official languages of the Com-
munity. 
It is important to show that there is a 
'pay-off' for education in investing time 
and effort in building bridges to link with 
the outside world. We have seen, in the 
transition programme, good examples 
of how pilot projects successfully inter-
preted the partnership philosophy in 
this field in their locality. 
Nevertheless, it strikes me as odd, 
and perhaps a bit old-fashioned, that, 
apart from the Nordic countries, even in 
those systems which have gone furthest 
in providing an introduction to the world 
of work as part of the compulsory 
school curriculum, such as the Federal 
Republic of Germany, it is not actually 
part of the compulsory school curricu-
lum for everybody, and the ones who 
are left out are the so-called academic, 
or high-flying, pupils. I think that it is true 
that only in Denmark is work experience 
an obligatory part of the curriculum, in 
fact part of guidance for all students. 
The general pattern is to put the 
world of work into the curriculum as a 
way of enhancing its relevance for the 
less able, as if it was not relevant for all 
pupils. The evidence of the Community 
pilot projects strongly suggests that this 
assumption is wrong. 
No doubt there are problems. The 
more pupils are to be offered work ex-
perience, in a planned way, the more 
varied types of placements are needed, 
and the greater the load on firms, and 
on the administration or brokerage sys-
tem between school and industry. It will 
be essential to review the status which 
school-industry linking is to be given in 
the future, in our compulsory school 
systems. 
To listen to some of our colleagues, 
in some (not all) parts of the European 
Community, one might be tempted to 
think that there was at least a substan-
tial part of the school population who 
could be 'let off' an introduction to the 
world of work as part of their compul-
sory schooling — namely the girls. The 
fact is that, in their heart of hearts, there 
are a good number of people in import-
ant positions, in many countries, who 
still do not take seriously the issue of 
equality of opportunity for girls in com-
pulsory schooling. 
The fact that girls do so well, on aca-
demic courses at upper-secondary lev-
el, reflects a deep-seated defensive 
strategy, in many parts of our school 
systems, to ensure that girls, if they 
must be educated, shall be educated to 
enter traditionally female sectors of the 
economy, and not be encouraged to en-
ter, for instance, the new technologies, 
or technical fields more generally. 
And yet, to see how different all this 
ought to be, we need only look as far as 
Sweden, where I understand that as part 
of work experience in the national curri-
culum, known as PRAO, all pupils are 
required to go on non-traditional work 
placements, that is to say in workplaces, 
which are not traditionally associated 
with their sex. Apparently girls often go 
to placements in pairs, for reasons 
which can be easily understood. 
The intriguing question is how nega-
tive attitudes have been altered in 
Sweden, so that they can accept a pol-
icy of this kind, which is so far in ad-
vance of practice elsewhere? And the 
next question has to be how long can 
we afford to go on with our various com-
promise, or 'laissez faire', policies here? 
What are we doing now about injecting 
gender equality into this field? 
From different countries, we hear 
about 'twinning', 'adoption', 'partner-
ship', between schools and firms, and 
these have more or less precise mean-
ings in different contexts. We also hear 
a great deal about devolution, and de-
centralization, of different kinds of re-
sponsibility, some financial, some to 
match vocational training more closely 
to local needs, some to build up colla-
boration with other kinds of school. 
This prompts discussion of how far 
schools should become more like firms, 
and whether the role of headteacher 
should not be thought of more in terms 
of the managing director, less in terms 
of the kindly (or is it austere) father-
figure or mother-figure. 
If we are to regard school-industry 
linking and the partnership philosophy 
as a development that has come to stay, 
and not just one of those educational 
fashions, what are the implications for 
the school as an institution? Might it 
make more sense to recognize the link 
which schools have with their economic 
neighbours, and vocational training part-
ners, in some more deliberate, and for-
mal way, in the school's literature, in its 
description of itself, and hence the im-
age which it carries in its locality? 
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If a school's association with a sel-
ection of firms, and its support by the 
local Chamber of Commerce, is a matter 
of importance, and pride, then is that be-
ing reflected properly in the way that the 
school projects itself to the world out-
side — or is it something about which 
you keep quiet, for one reason or an-
other? Many technical and vocational 
schools answered this question them-
selves long ago, and my question now 
is whether the time has not arrived when 
compulsory schools need to think about 
it too, and to see what answer they 
come up with. 
Let us now turn to the question of 
parents, and their role in all this. Parents 
are possibly the greatest resource of ex-
pertise and goodwill which the school 
can tap. Do we not need to look more 
carefully into how such a resource can 
be used to our greatest advantage? One 
of the papers published this year from 
the transition programme deals with the 
need to find more imaginative ways of 
associating parents with secondary 
schools; it seeks to respond to the 
question whether parents cannot be 
drawn more fully into the school's role in 
introducing young people to the world 
of work. The idea of schools drawing up 
their own lists of 'resource persons' has 
been used already in a number of con-
texts, varying from the now quite well-
known 'talent bank' which one of the 
transition projects in Shannon (Ireland) 
developed, to the production of local di-
rectories of women working in non-tradi-
tional fields, who can provide helpful 
models for girls considering going into 
them. 
Finally, we must keep in mind that 
partnership implies a certain equality in 
the relationship between the partners. It 
implies a mutual willingness to learn 
from the special expertise of the other 
partner. That, in turn, implies that those 
concerned with firms, large or small, 
take the time and trouble to listen to 
what the schools are saying, and find 
out what they are doing, before they 
start delivering judgments about their 
success or failure. In practice, this readi-
ness is usually very manifest. Partner-
ship seems to work best where schools 
have approached firms with specific re-
quests, and where this has led to a gen-
uine cooperation, in depth, on part of 
the school's work, touching its curricu-
lum, its responsibilities in guidance, and 
its staff development. 
But the discussion too often implies 
that change is much more urgent and 
necessary in the school system than it 
is in the world of the firm. It is healthy, 
and necessary, to challenge that as-
sumption, and to ask whether the pro-
cesses of training within firms, and the 
use of human resources in the way that 
firms are organized, are not, in many 
cases, as archaic, and inefficient, as 
many of the practices we are concerned 
about in schools. 
It is to be hoped that, when experi-
enced teachers and representatives 
from industry sit down together around 
a table, they do so in a spirit in which it 
is possible for criticisms to be made ac-
ross the table in either direction, and 
that those from industry are looking just 
as much for help, and constructive criti-
cism, from their partners in the school 
system, as the other way round. 
I have no illusions that that is actu-
ally the case, in 90 % of such partner-
ships. But I ask, for the future, whether, 
that is not the kind of agenda which we 
should be working towards, if partner-
ship is to mean the kind of equality 
which we need. 
These are some of the questions 
which it seems to me are still on the 
agenda for the future. I have no doubt 
that, as I said earlier, this conference ref-
lects a very long-term and fundamental 
change which is coming about in our 
compulsory education systems, and I 
entirely welcome it. I am glad that the 
Commission's work, in supporting the 
traffic of ideas in education and training 
in the transition field over the past 10 
years has provided insights, and oppor-
tunities for the reinforcement, develop-
ment and dissemination of many import-
ant ideas, in this area. 
Finally, at the end of the Comunity's 
action programme on transition, what 
further work will be undertaken in this 
area at Community level? 
First, it is no coincidence that the 
Council of Social Affairs Ministers last 
December adopted a Decision for an 
action programme with almost exactly 
the same title as the transition pro-
gramme itself — namely the 'vocational 
training of young people and their pre-
paration for adult and working life'. The 
objective of the new action programme, 
as set out in the Decision, is related to 
the vocational training policies of Mem-
ber States, and to ensuring 'that all 
young people in the Community wishing 
to do so receive one year's, or if possi-
ble two or more years', vocational train-
ing in addition to their full-time compul-
sory education'. In the context of ex-
tending participation in vocational train-
ing and improving its quality in all the 
Member States, the programme takes 
up the main central themes from the 
transition programme itself, especially 
the importance of partnership between 
education, training and the economic 
world and the need for the development 
and spread of enterprise education. 
Secondly, the Commission is under-
taking a small study of innovation in the 
uses being made of school-industry 
links, to prepare the ground for further 
development work in this area. It Is 
hoped this will lead to a publication, il-
lustrating selected models of coopera-
tion of transnational value stimulating 
new activity and interchange of ideas. 
The study will draw on experience in all 
Community Member States and should 
be completed this year. 
Lastly, the question of following up 
the conclusions of the Community ac-
tion programme on transition was con-
sidered by the Council of Education 
Ministers who met in Brussels on May 
25. They called for further action at Com-
munity level to support and complement 
national developments in a range of 
transition policy fields, particularly that 
of establishing closer links and new 
forms of cooperation between school 
systems and the world of the economy. 
The Commission will be responding 
fully and quickly to this proposal, in the 
course of the coming months. 
Hywell Ceri Jones 
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completion of the internal market 
By the end of 1992, The Euro-
pean Community is to be a single 
market. With the elimination of 
technical and administrative barri-
ers to trade, not only should firms in 
the Member States be able to take 
advantage of wider markets, but 
the Community itself should re-
inforce its own competitivity in the 
world. Alongside the many propo-
sals required to complete the inter-
nal market, two other main policy 
goals are particularly important in 
this context: 
(1)The development of a Techno-
logical Europe, essential for Eu-
ropean industry in terms of 
cooperation in research and de-
velopment and technological 
transfer, an arm both of its in-
terdependance and indépend-
ance, and indispensable to its 
competitivity, growth and em-
ployment. 
(2) The reinforcement of the Com-
munity's economic and social 
cohesion. The Commission has 
outlined the main objectives it 
considers should have priority in 
the reform of the structural 
Funds: the development of the 
least-favoured regions, assist-
ance to areas in structural de-
cline, action to combat long-
term unemployment, action to 
improve the employment posi-
tion of young people and the de-
velopment of rural areas. 
Whether the Community is aiming to 
increase the competitivity of its firms, 
improve its technological base, develop 
the regions in need or assist groups of 
people in particular difficulty, the educa-
tion and training dimension is crucial. 
Europe is poor in raw materials — 
its most important resource is its peo-
ple, and on their ability to perform, adapt 
and develop their entrepreneurial skills 
will depend the success of the 1992 
venture. 
The single market is now just over 
four years away. The children now enter-
ing secondary education will leave 
school to face a different employment 
market, but will they be prepared to take 
advantage of it? Will they be prepared 
during their school years to understand 
the European dimension — not the Eu-
rope of butter mountains and wine 
lakes, but the Europe of 320 million peo-
ple, whose governments have been 
working together across many fields of 
interest, in some cases for over 30 
years. 
What kinship will they feel with 
young people in other areas of the 
Community, what experience will they 
have had of visiting another Member 
State and how well will they communi-
cate with each other?' 
The effort has to be made now to en-
sure that young people are aware and 
informed of what the internal market will 
mean to them. Obviously, information is 
only one element in the preparation of 
young people. The most important issue 
is the quality of the education they re-
ceive and their access to qualifying 
training. The job market of 1988 contains 
fewer employment possibilities than 
ever before for the unskilled — the job 
market of 1992 is likely to contain even 
less. 
The Council has recently confirmed 
the commitment of the Community to 
ensuring that all young people have 
access to at least one year's and if pos-
sible two year's vocational training fol-
lowing their full-time compulsory educa-
tion. 
While some of the Member States 
have already met this commitment in 
terms of length of training provision, all 
Member States face the challenge of en-
suring that training leads to recognized 
qualifications, and that all young people, 
however disadvantaged, can be en-
abled to develop their skills. 
The five-year Community pro-
gramme, set up by this Council Deci-
sion, should be invaluable in reinforcing 
the Community dimension within initial 
training, by establishing contacts and 
developing cooperation between the 
Member States in this field. 
For those young people entering 
higher education, two major Community 
programmes already exist which aim to 
give students experience of other Mem-
ber States of the Community: under the 
Cometí programme (university/industry 
cooperation in new technologies) they 
may benefit from a trainee period in a 
firm in another Member State, and under 
the Erasmus programme students may 
obtain grants to spend a period of their 
university studies in another Member 
State. 
These two programmes in particular 
have caught the imagination of Euro-
peans and unleashed a demand that the 
current scale of programmes cannot 
possibly fulfil. With plans to expand 
higher education in many Member 
States, and the growing recognition of 
the need for skilled manpower, coupled 
with the demographic changes in the 
Community, the ability of the higher edu-
cation sector to cooperate across the 
diminishing frontiers of the Community 
will become increasingly important in 
the internal market framework. 
Education and training do not how-
ever end at the job market. The indus-
trial, technological and social changes, 
particularly of the 1980s have laid an 
ever-growing emphasis on the need for 
a Community strategy of continuing ed-
ucation and training. Whether the aim is 
to equip the unemployed to re-enter the 
labour force, to help workers adapt to in-
dustrial re-structuring or technological 
change or to ensure a continuing up-
grading of the skills of the workforce, 
' See Eurobarometer survey of young people. 
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both public authorities and private firms 
are faced with the challenge of ensuring 
the necessary investment in training for 
the future. 
Clearly, with 1992 rapidly approach-
ing, Community firms in particular will 
need to invest in training and informa-
tion on the further changes induced by 
the internal market, in new Community 
rules and regulations, changes in fiscal 
or administrative requirements and as-
sessment of new business opportuni-
ties. 
The internal market will require in-
creased knowledge and understanding 
between firms in the different Member 
States. Cooperation in the training field, 
as a precursor of cooperation in product 
development or joint projects, and as an 
accompanying strategy for Industrial 
cooperation, meets an enormous de-
mand, amply demonstrated in the Co-
mett and Eurotecnet programmes. 
The Commission communication in 
1987 on adult training In firms outlined 
the main issues in this field, and was fol-
lowed by a series of consultations of all 
parties concerned both at national and 
Community level. The need and desire 
for concerted action in this field is clear, 
and the Commission has announced its 
intention of presenting appropriate 
proposals in this field. 
The emphasis placed now on the 
economic and social cohesion of the 
Community stems, together with the tar-
get date of 1992 for the completion of 
the internal market, from the provisions 
of the Single European Act. Additional 
assistance for regions in difficulty, apart 
from being an aim in itself, is needed to 
ensure that the completion of the inter-
nal market does not increase the current 
disparity between the regions of the 
Community, a disparity that has never 
been greater. The least-favoured re-
gions of the Community require funda-
mental support in strengthening the ed-
ucation and training infrastructures and 
systems and look to the Community for 
this support. 
In the training field specific pro-
grammes already exist providing techni-
cal assistance to Greece and Portugal, 
recently enlarged by the programme for 
the development of Portuguese industry 
(Pedip) which contains a strong training 
dimension. For many of the least-fa-
voured regions, their problems are ag-
gravated by their dependance on agri-
culture, and the need for diversification 
and investment to ensure that the rural 
areas of the Community are not de-
serted by their population. The maintain-
ing of rural schools and training centres 
will be a major vehicle to prevent de-
population. 
The completion of the internal mar-
ket is unlikely to result in another period 
of important migration within the Com-
munity. The indications are that an in-
crease in mobility will largely affect the 
qualified, likely to be involved in periods 
of employment in different Member 
States. While the free movement of 
workers was one of the cornerstones of 
the original Treaty of Rome, and the 
equality of treatment of Community 
workers was already the subject of 
Community Regulations in the 1960s, a 
major problem remains, that of the re-
cognition of qualifications. 
The target date of 1992 carries with it 
the hopes of many citizens of the Com-
munity currently facing the problem of 
the non-recognition of qualifications 
acquired in another Member State. The 
Community will need to face Its respon-
sibilities in this area, which touch on its 
very credibility, if the internal market is 
to be seen as a reality for individuals as 
well as firms. 
For certain professions Council dir-
ectives exist governing the mutual re-
cognition of diplomas (dentists, doctors, 
nurses, architects, etc.). A major new 
initiative was presented by the Commis-
sion in 1985, with the draft directive on a 
general system for the recognition of 
higher education diplomas for profes-
sional purposes, based on the principle 
of mutual respect for the quality and 
content of the higher education diplo-
mas of other Member States. This draft 
directive is, however, still in discussion 
within the Council of Ministers, with 
adoption expected in 1988. 
In the field of vocational training 
qualifications, the Council adopted a 
Decision in 1985 to establish the com-
parability of vocational training qualifica-
tions between the Member States. This 
approach, working by sector at the 
skilled-worker level of vocational train-
ing qualifications, has achieved some 
results, and given the strong involve-
ment of the social partners in the pro-
cess, should lead to a form of de facto, 
although not legal recognition of a 
worker's qualifications. 
While progress is clearly being 
made, a further effort will be required if 
the Community is not to disappoint 
many citizens who are assuming that 
the abolition of frontiers will have mean-
ing to them, in enabling them not only to 
seek employment in another Member 
State, but to seek it without barriers to 
the recognition of their qualifications, 
simply because they were not acquired 
in the host country. 
The other general area brought to 
the forefront by the internal market's 
stimulation is that of languages. The 
Community's nine official languages, 
and variety of regional languages are a 
very strong part of its heritage and its 
cultural strength. They also represent a 
barrier to trade and understanding, 
unless the education and training sys-
tems can meet the challenge of wider 
foreign language teaching. 
While many of the Community's offi-
cial languages are hardly taught outside 
their own country (Danish, Modern 
Greek, Dutch, Portuguese, Italian and 
Spanish — except in France) and even 
German is only widely taught in the 
Benelux, Denmark and France, the 
Community has a major challenge to 
face. 
The Commission has already an-
nounced its intention of presenting 
proposals in this field later this year, to 
develop foreign language teaching, in-
cluding the exchanges of teachers and 
pupils, but their success will depend on 
the willingness of Member States to 
implement changes, which will In turn 
depend on their understanding of the 
role of foreign language preparation In 
the internal market framework. 
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Education and training therefore the individual. Once completed, the They are the ultimate resource to ensure 
have their role to play both in removing Single Market Community will depend Europe's future, both in guaranteeing its 
other barriers to the completion of the no less on the investment it has made cohesion and competitivity and in en-
internal market and in contributing to its and will continue to make in its human suring that Europe after 1992 belongs to 
success for business and its value to resources, particularly its young people, its citizens. 
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Community support of youth information 
Commission support of youth 
information is part of a global 
strategy to assist the transition of 
young people from school to adult 
and working life. It aims to create a 
sense of responsibility on the part 
of young people and a desire to be 
both better informed and better 
equipped for their future lives. 
While such an action is espe-
cially important during a period 
marked by high youth unemploy-
ment, it is also essential to the 
training of the adult population of 
tomorrow. 
The context 
The Commission's support was de-
veloped initially within the second pro-
gramme concerning the transition of 
young people from school to adult and 
working life and more specifically, fol-
lowing the 'Info Action '85' conference 
held in Luxembourg, in November 1985. 
This event was organized in cooperation 
with the Luxembourg Government as 
part of the Commission's contribution to 
International Youth Year. The theme of 
the conference was the involvement of 
young people in the organization and 
presentation of information which they 
need as they move from school to adult 
life and many young people came to 
present their experiences. 
At the end of this meeting and taking 
account of the discussions, the Com-
mission expressed a willingness to de-
velop its policy of support for initiatives 
organized by young people, particularly 
in the field of information. Three initia-
tives had already been supported which 
were: Young Scot in the United King-
dom, Viaggio in Italy and Ung ABZ in 
Denmark. This support resulted in the 
production of three practical information 
booklets compiled by and for young 
people. 
The financing of youth initiatives pro-
jects began in 1986 and over 260 pro-
jects were financed in 1986 and 1987. 
More than one third of these concerned 
information. This experience was contin-
ued in the framework of the Decision of 
the Council of Ministers of 1 December 
1987, which adopted an action pro-
gramme for the vocational training of 
young people and their preparation for 
adult and professional life. Article 3.1 b 
and c of this Decision states that the 
Commission will offer specific assist-
ance to innovative information projects 
on the transition from school to voca-
tional training and to working life, and to 
projects encouraging entrepreneurial 
skills, creativity and a sense of respon-
sibility amongst young people. 
Support for diversifying youth 
information 
In this framework, Commission sup-
port of youth information attempts to ex-
tend its range and impact in relation to 
the place where the information is avail-
able, the information topics and the tar-
get groups. The way in which this is 
achieved is by funding projects which 
are innovative. 
The innovation may lie in the fact that 
the region concerned previously lacked 
any information structures, as was the 
case in Waterford, in Ireland, where now 
young people run the Waterford Youth 
Information and Advice Centre which 
works in close cooperation with the lo-
cal schools. 
The innovation may also lie in the 
fact that the project complements or de-
velops existing information which is in-
accessible or incomplete or which has 
little to do with the real concerns and in-
terests of young people. A lot of pro-
jects have tried to improve the content 
of information by taking into account 
young people's views on what they 
would like to know, and feel they need 
to know in their day-to-day life. This ap-
proach has been applied to all topics of 
information e.g. training, unemployment, 
leisure, right to work etc. 
There are also innovative projects 
dealing with specific areas of informa-
tion. The Scout Tourist Service in Portu-
gal and the Centro Turistico in Italy pro-
vide information to young people from 
other countries who are visiting their re-
gion. The Gateway Clubs' project in the 
United Kingdom has produced an infor-
mation video to show young people that 
helping other young disabled people 
can be a rewarding leisure time activity. 
Innovation is also evident in the way 
in which the information is collated, dis-
tributed or presented. To reach its target 
audience, information must be acces-
sible and attractively presented. A group 
of young people involved in a French 
project created a computerized youth in-
formation database containing informa-
tion on a wide range of topics. The con-
cept of this project was that young peo-
ple would choose for themselves the 
topics for inclusion, gather the informa-
tion which seemed the most significant 
and present it in a way in which it would 
be readily understandable and usable 
by 15—25 year olds. In Belgium, a 
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group working within the organization 
'Jeunesses Ouvrières Chrétiennes' de-
veloped a kind of 'snakes and ladders' 
game called 'La jungle après l'école' 
(The jungle after school) which provides 
an entertaining way of discovering the 
opportunities, institutions and structures 
which you need to know about when 
you leave school and are looking for fur-
ther training, education or a job. So in all 
of these projects, the methods used in 
order to get the information across are 
often many and varied. 
In addition to the relatively traditional 
systems, such as information offices, re-
source centres and information points in 
schools or other public places, Com-
mission support has also taken into ac-
count audiovisual and artistic tech-
niques. In order to get young people in-
terested in information and to help them 
get an idea of its importance even be-
fore they leave school or find them-
selves out of work, the YAC of Louvain 
produced a video film. This film which 
was made by young people from the 
town, is now being shown to stimulate 
discussion and to start young people 
thinking about information. Several simi-
lar productions have been successful in 
putting information across to young 
people. 
Improving the dissemination of 
information 
The diversification of information 
goes hand in hand with an improved 
dissemination of information. The Com-
mission's experience of funding youth 
projects shows that the dissemination 
and use of information is more effective 
if the nature of the information is deter-
mined by young people themselves and 
the topics and the issues within these 
topics, really do correspond to their 
needs. 
In this case, the presentation of the 
information is better adapted to the lan-
guage, concerns and interests of young 
people and areas which are, a priori, 
covered by the traditional information 
systems are adopted by young people, 
and reformulated in their own style. Two 
projects from Federal Republic of Ger-
many are good examples: The Selbst-
hilfe Berufswahl formed youth work-
shops to develop and to distribute infor-
mation within schools on educational 
and vocational guidance; the JIWA pro-
ject involves young people in renovating 
disused houses and also provides an 
information service on accommodation 
to young homeless people. 
The benefits resulting from the 
support of youth information 
Young people themselves have 
been involved in the information pro-
jects aided by the Commission and that 
is the most distinctive feature of these 
projects. Young people participate in 
preparing information at various levels, 
contributing ideas, organizing the pro-
ject, collecting and presenting informa-
tion. In all cases, the benefits to these 
young people have been considerable. 
For example, the involvement of 
young people has helped them to gain 
new knowledge and skills. It is interest-
ing to note that the active involvement of 
young people in producing for example, 
an information film, has assisted their 
social integration by presenting them 
with new kinds of perspectives. 
Youth information projects have en-
abled many young people to acquire 
skills in communication, promotion and 
documentary research by being intro-
duced to various oral, written or public 
relations techniques, and by learning to 
organize themselves and others to pro-
vide an effective service. 
It is also important to stress that this 
action by the Commission not only has 
repercussions at national level but also 
at European level as these initiative and 
information projects are helped to find 
out about one another, to meet one an-
other and to exchange ideas and experi-
ences at Community level, in a way 
which has laid the foundation of a Euro-
pean network. 
Conclusion 
Finally, Commission support of 
youth information tries to secure con-
crete results through the direct funding 
of brochures, films or information of-
fices: it seeks to be diverse both in the 
methods and subjects which it sup-
ports; and above all, it seeks to extend 
the existing provision by integrating in-
formation into a dynamic process of 
training, preparation and integration into 
working life. In this process, young peo-
ple are, at one and the same time, prota-
gonists and beneficiaries and it is 
hoped that the benefits of projects 
funded in this way can be replicated to 
encourage greater involvement of young 
people in the existing information struc-
tures for young people. 
As the funding of youth information 
projects is included in the new youth 
training programme, adopted by the de-
cision of 1 December 1987, it is possible 
to envisage that the movement will 
grow. This is also a reason to hope that 
this type of action will be adopted at na-
tional level by each Member State so 
that the impact of the youth information 
initiatives becomes clearly visible in its 
effects on youth information policy and 
practices and to hope that this process 
will be informed and inspired by the ac-
tion of the Commission. 
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Comett -
Community programme for education and 
training for technology 
Stimulating higher education in­
itiatives in new technology training. 
That is both the vision and reality of 
Comett - Community programme 
for education and training for tech­
nology. Approval for the Comett 
programme was given by the Euro­
pean Council in July 1986 with an 
initial budget of ECU 45 million for 
1987-89. In 1987 alone, over 1 000 
applications proposing 2 600 pro­
jects were submitted to the Euro­
pean Council with requests for over 
ECU 200 million for funding! Over 
1 000 enterprises, 900 unversities 
and 750 other organizations ex­
pressed their interest in participat­
ing in the Comett programme. A si­
milar response was given to the 
1988 call for applications, with 
nearly 700 applications containing 
over 1 700 new project proposals. 
Such is the interest being gen­
erated by this exciting and suc­
cessful programme. 
Comett objectives 
The main objective of Comett is to 
give a European dimension to coopera­
tion between universities and enter­
prises in training relating to innovation 
and the development and application of 
new technologies and related social ad­
justment. 
Comett focuses on five inter-related 
areas of action, each of which consti­
tutes a section within the programme as 
a whole: 
Section A: the development of a Euro­
pean network of university-
enterprise training partner­
ships (UETPs); 
Section B: schemes for the transna­
tional exchange of students 
and personnel between uni­
versities and enterprises; 
Section C: the development and testing 
of joint university-enterprise 
projects in the field of conti­
nuing training; 
Section D: multilateral initiatives for the 
development of multi-media 
training systems; 
Section E: complementary information 
and evaluation measures 
designed to support and 
monitor developments of re­
levance to the Comett pro­
gramme. 
The term 'university' is taken to com­
prise all types of post-secondary educa­
tion and training establishments which 
offer, where appropriate within the 
framework of advanced training, qualifi­
cations or diplomas of that level, what­
ever such establishments may be called 
in the Member States. 
In 1987 there were two calls for ap­
plications for 31 March and 1 July 1987, 
both for project activities in year 1 Sep­
tember 1987 to 31 August 1988. In 1988 
there was one call for applications for 
project activities in the year 1 Septem­
ber 1988 to 31 August 1989. The results 
of these calls were: 
1 OJ L 222 8. 8. 1986 p. 
86/365/EEC). 
17 (Council Decision 
Section A Section Β 
Ba Bb 
Section C Section D 
1987 
1S1 round 
484 applications 
1 133 projects 
198 341 154 
17% 30% 14% 
312 
28% 
128 
11' 
2nd round 
550 applications 
1 411 projects 
1987 Subtotal 
1 034 applications 
2 544 projects 
1988 
693 applications 
1 702 projects 
1987+1988 lotais 
1 727 applications 
4 246 projects 
199 
14% 
397 
15% 
141 
8% 
538 
13% 
367 
26% 
708 
28% 
630* 
37% 
1 338 
31 v 
269 
19% 
423 
17% 
336 
20% 
759 
18% 
380 
27% 
692 
27% 
421 
25% 
1 113 
26% 
196 
14', 
324 
13% 
174 
10% 
498 
12% 
* including 68 BA pool applications. 
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As a result of these applications the fol­
lowing number of projects were ac­
cepted: 
Section A: 125 UETPs were established, 
including 
64 regional UETPs 
47 sectoral UETPs 
14 mixed consortia 
Section Β : 2 303 transnational student 
placements in enterprises 
143 transnational fellow­
ships 
Section C: 210 joint training pro­
grammes between universi­
ties and enterprises 
Section D: 92 multilateral initiatives for 
the development of multi­
media training materials. 
All the 1987 projects having a mul-
tiannual character were granted addi­
tional funding for a further year. Also, 
UETPs supported in 1987 could apply 
for a 'pool' of section Ba studentships 
for allocation under the responsibility of 
the individual UETP. This gives the 
UETP a much greater involvement in the 
management and implementation of stu­
dent placements. 
Thus, under the advice of the Comett 
Committee, a total of ECU 33 million 
was allocated by the Commission to 
these projects. This represented only a 
proportion of the total funding re­
quested. Moreover it is a measure of the 
success of Comett that nearly all the 
projects still proceeded; often using the 
EC Comett endorsement to persuade 
other enterprises and agencies to sup­
ply additional funding. The echo met by 
Comett in the Member States is also 
relevant to the active role played by the 
Comett Committee established by the 
Decision Council and the Comett Infor­
mation Centres which now exist in all 
the Member States. More precise infor­
mation about achievements to date are 
given in the 1987 annual report pub­
lished last February by the Commission'. 
Section A - The UETP 
Network 
The establishment of university en­
terprise training partnerships (UETPs) 
have been a particularly successful in­
itiative under Comett. The characteristic 
of UETPs include: 
(i) the creation of consortia of enter­
prises, professional organizations 
and universities at local, regional, na­
tional or transnational level to coope­
rate in the identification of training 
needs for highly qualified manpower; 
(ii) the provision of training over a di­
verse range of technological sub­
jects through activities such as short 
courses, exchanges of staff, student 
placements and development of 
multimedia training; 
(iii) geographical organization on local or 
regional basis; or sectohally based 
on one or more technological fields. 
In many regions UETPs are provid­
ing, for the first time, an effective me­
chanism for the closer linking of enter­
prises and universities in the develop­
ment of continuing education provision 
in the domain of new technologies. They 
are also proving effective in establishing 
links for the transfer of technology train­
ing from advanced to less advanced re­
gions. 
One example is the Sussex Central 
South East advanced training UETP in­
volving United Kingdom, the Nether­
lands and Ireland. 
Sussex Central South East 
advanced training (United 
Kingdom) - UETP 
This UETP is a consortium of over 20 
enterprises, universities and other pro­
fessional organizations concerned with 
the contribution that higher education 
and training in new technology can 
make to economic development. The 
consortium covers a region in the South 
East of the United Kingdom which is ex­
periencing rapid change in the technol­
ogy of its products and manufacturing 
methods. This poses major education 
and training requirements on compan­
ies and people. The enterprises within 
the consortium range in size from just 
five employees to over 2 000, reflecting 
the diversity of enterprises in the region. 
The consortium has also developed 
strong links with Twente University of 
Technology in the Netherlands and the 
National Institute of Higher Education 
(NIHE), Limerick in Ireland. This joint 
working has developed a synergy which 
enables an enhanced provision of ser­
vices for the participating specific train­
ing programmes at an advanced tech­
nological level — either for specific in-
company delivery or for more general 
participation. 
So far three specific programmes 
have been developed: 
(i) Instrumentation, sensors and con­
trols — led by the Sussex region. 
(ii) Polymers and rubber technology — 
led by Twente University of Technol­
ogy. 
(iii) CAD/CAM - led by NIHE Limerick. 
Each programme is modular in na­
ture to ensure maximum flexibility and 
efficiency towards industrial partners. 
Future plans include the proposed 
development of programmes in local 
area networks, occupational environ­
mental health, molecular optoelectron­
ics and mechatronics. Also planned is 
the development of a distance learning 
programme concerned with manage­
ment development and business skills 
in SMEs undergoing growth. 
Section Β — Student/fellow 
exchanges 
The chance to work in an enterprise 
of another Member State is a valuable 
development opportunity for both stu­
dents and experienced workers alike. In 
the area of new technology it provides a 
chance to find out, and understand, how 
the benefits of new technology can be 
harnessed at a European level. 
'COM (88) 36 final. 
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For some regions of Europe, the Co­
mett programme is creating the mech­
anism for establishing study placements 
in enterprises for the first time. The ex­
perience gained from organizing a Co­
mett placement is stimulating identifica­
tion of possible placement activity in 
other areas. 
Section Β also provides an opportu­
nity for people from less advanced re­
gions to work in technologically more 
advanced regions — and vice versa. 
The links created can then be utilized for 
a much wider exchange of knowledge 
and expertise. 
One example of the activities under­
taken in Section Β projects is the Fach­
hochschule Osnabrück in Germany. 
Fachhochschule Osnabrück 
The Fachhochschule Osnabrück in 
Germany has 4 000 students — mainly 
in engineering and business studies. 
Links for student placements were first 
developed under the Commission's 
joint study programme scheme (now 
Erasmus). Through the Comett pro­
gramme, links have been established 
with a variety of UETP and others includ­
ing: 
(i) Target (United Kingdom) 
(ii) Twente University of Technology, 
Emmen and Haarlem the Nether­
lands 
(iii)ESCAE Clerment Ferrand and Le 
Havre (France) 
(iv) University of Bologna (Italy) 
(v) Sonderborg (Denmark) 
(vi) Universidad de San Sebastian 
(Spain) 
These links mean students can now 
work in either SMEs or large companies 
such as VAG, Siemens, Lucas, 
Bayer, and ICL. It also means that the 
experience of Osnabrück in operating 
secondment arrangements is being cas­
caded into a wide range of organiza­
tions. For countries such as Denmark 
which has little tradition of student 
placements, this is of great importance. 
Other organizations in Germany are also 
seeking to draw upon Osnabrück's ex­
pertise. 
Thus the Comett programme is act­
ing as a catalyst across a number of or­
ganizations not directly involved in the 
Comett programme. 
Sections C and D 
Section C — the provision of occa­
sional short course based training — 
and Section D — the development of 
multimedia training materials — provide 
the stimulus for creating a range of 
transnational training solutions to meet 
identified training needs. Many of the 
projects have close links with the UETP 
networks. Others have developed from 
existing enterprise/university relation­
ships. The common factor is the recog­
nition that the development of advanced 
technology training on a European scale 
offers tremendous benefits, from the 
better identification of skill needs, the 
collaborative working of leading experts 
on a European level to the economies of 
scale possible by development of Euro­
pean­wide training programmes. 
The range of programmes is as dif­
ferent as the range of organizations in­
volved. Subjects range from advanced 
robotics to microelectronics familiariza­
tion courses, from biotechnology to ad­
vanced aeronautics, from creation of 
SMEs to the use of computers in archi­
tecture. 
Two projects illustrate the diverse 
range of Section C and D projects. The 
Euro­Pace project provides training for 
leading edge experts via the use of sat­
ellite technology to transmit training pro­
grammes. The Systemi e Telematica 
Porto di Genova is developing a compu­
terized container terminal management 
course which involves both traditional 
courses and the use of computer simu­
lation. 
Euro­Pace — European 
programme of advanced 
continuing education 
Euro­Pace is a consortium formed 
by some of the largest and most techno­
logically advanced companies in Eu­
rope. The aim is to utilize satellite com­
munications for advanced training of ex­
perts working at the leading edge of 
technology. The use of satellite means 
rapid dissemination of presentations by 
experts located in the centres of exper­
tise across Europe. 
The consortium was formed in au­
tumn 1986 by companies (including Brit­
ish Telecom, Philips, Thomson, Hewlett 
Packard and IBM Europe) and higher 
education partners (European Rectors 
Conference, European Society for 
Engineering Education (SEFI)). The first 
pilot broadcasts were successfully 
transmitted in spring 1988. These 
showed that programmes developed in 
specific centres of expertise in Europe 
could be successfully transmitted to a 
wide range of company locations. The 
range of programmes being developed 
include: 
(i) Expert systems 
(ii) Software engineering 
(iii) Telecommunications 
(iv) Advanced manufacturing technolo­
gies 
Although PACE was conceived in 
the context of advanced higher educa­
tion needs of large companies, the pro­
grammes will be made available to 
SMEs via the Comett UETP network. In 
this way a synergy between large com­
pany and SME training is being created. 
Computerized terminal 
management 
Computers have a key role to play in 
the management of modern container 
terminals. With the advent of 1992 and 
the internal market, efficient transport 
operations will be of direct relevance for 
all enterprises. Systemi e Telematica 
Porto di Genova in Italy have linked with 
other ports in Spain, Greece and the Un­
ited Kingdom to develop a range of 
training programmes. 
Modules have been developed in 
three areas: 
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(i) evaluation of trends 
transport technoloy; 
in container Conclusion 
(ii) optimization of the logistic chain, in­
tegrated organization of the different 
phases of container transport; 
(iii) programming and control of the port 
system. 
The third module in particular makes 
use of a computer simulation to enable 
learners to develop their ability to in­
crease efficiency in terminal operations. 
By basing the training on systems simi­
lar to those used in real ports, the train­
ing becomes closely related to the ac­
tual job of work. 
The Comett programme has been 
successful in stimulating European-wide 
interest in the development of higher ed­
ucation initiatives in the field of new 
technology training. The request for 
funding far outweighed the limited re­
sources available. However the more 
than 700 projects that have received 
support in 1987 and 1988 have made an 
excellent start. 
The implementation of Comett has 
been organized on a three year basis 
until 31 December 1989. On the basis of 
Article 6 of the Council Decision, the 
Commission has recently put forward a 
proposal for the launch of a Comett II 
programme (COM (88) 429 final) follow­
ing the end of the original Comett pro­
gramme. After approval of the Council 
and with the advice of the European Par­
liament and the Economic and Social 
Committee, this second phase of the 
programme (1990—94) will be able to 
draw on a wealth of experience, exper­
tise and goodwill. More importantly, it 
will be able to reap the benefits arising 
from the creation of better mechanisms 
for the interlace between higher educa­
tion and enterprises. In this way Comett 
is contributing towards the overall 
strength of the European Community. 
Further details about the Comett 
programme are available from the Co­
mett Technical Assistance Unit, 71 ave­
nue de Cortenbergh, Β — 1040 Brus­
sels, Belgium. 
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Part two 
Analyses, debates, studies 

Employment creation in small firms 
Trends and new developments 
Brussels, 24-25 March 1988 
Small firms — those employing 
under 100 people — account for a 
significant proportion of jobs in all 
European Community countries. 
They play, moreover, an important 
dynamic role in the process of 
economic change and development 
on which future employment de-
pends. 
DG V organized a conference in 
Brussels to look more closely at is-
sues related to employment in 
small fimis. Participants included 
policymakers and organizations 
from Community, national, regional 
and local levels with a particular in-
terest in employment issues. The 
conference aimed to give an over-
view of what is currently happening 
to employment growth in small 
firms and provide a briefing on new 
policy developments. The first day 
concentrated on structural trends. 
Are small firms continuing to create 
more jobs? How does the Commu-
nity compare with the United States 
and Japan? What do the new jobs 
look like? What are the differences 
between European countries? How 
much have non-traditional types of 
firm contributed? 
The second day highlighted 
what is being done to improve the 
environment for small firms, ranging 
from the local level — concentrat-
ing, in particular, on the place of 
small firms within local economic 
development strategies — to na-
tional and Community support 
measures. 
Paul Ramadier from the Cabinet of 
Vice-President Marin opened the con-
ference by placing the European Com-
munity's social policy in perspective 
with respect to the business environ-
ment. The Commission should ensure 
that social aspects are given adequate 
weight in preparation for the opening up 
of the internal market in 1992. Areas 
where the Commission has a role to 
play include: freedom of movement, not-
ably as regards professional mobility, 
and cross-frontier recognition of qualifi-
cations; standards for health and hy-
giene; the status of companies and em-
ployees; and social security protection. 
John Morley from the Employment 
and Labour Market Policy division 
stressed that the Commission had al-
ways had a balanced view of the import-
ance of small and medium-sized busi-
nesses in creating employment. It has 
seen the very worthwhile contribution 
that they can make but does not see 
them as a panacea for unemployment. 
This approach was reflected in the 
structure of the conference, which would 
take an objective look whether small 
firms were creating more jobs now than 
in the past, what types of job were being 
created and how they related to structu-
ral evolution as a whole. 
Session I: Quantitative 
trends 
David Storey (University of Warwick, 
United Kingdom) talked about some of 
the trends in and explanations for em-
ployment creation in small firms. Small 
firms and self-employment have pro-
vided an increasing proportion of total 
employment since the mid-1970s. The 
relative growth of small firms is a result 
both of the growth of small firms and the 
decline of large firms. Nevertheless, the 
importance of the shift should not be 
overexaggerated. 'In no EC country for 
which data are available has there been 
a change of more than 3% over a de-
cade in the share of employment in the 
smallest size group'. The real signific-
ance of these changes Is that they ref-
lect a break with past trends. For many 
decades it was thought that small firms 
would become progressively less im-
portant, perhaps virtually disappearing, 
but recent developments have shown 
that this trend has been reversed. No 
single explanation can be given. Instead 
a range of explanations which appfy in 
varying degress across the spectrum 
may be given: 
(i) Technological changes, especially 
computers and their applications 
have enabled small firms to com-
pete effectively with big firms. 
(ii) Structural changes from heavy man-
ufacturing to services — 'If the aver-
age size of firm in services is 
smaller than in manufacturing, and 
services increase at a time when 
manufacturing is in decline, then 
small firms will become relatively 
more important in the economy as a 
whole'. 
(iii) Small firms are more able to satisfy 
the increasing demands for highly 
specialized, one-off products which 
have resulted from increasing in-
comes. 
(iv) People prefer to work in smaller, 
more flexible organizations rather 
than large bureaucratic ones where 
initiative may be stifled. 
(v) World-wide recession and competi-
tion from newly industrialized coun-
tries in areas dominated by large 
firms — e. g. motor vehicles, electri-
cal goods, shipbuilding, textiles and 
metal manufacture — has led to 
shedding of labour by large firms 
and an Increase in contracting out of 
services to small firms. For many of 
the redundant workers enterprise 
creation has been the only alterna-
tive to unemployment. 
(vi) A number of governments are com-
mitted to restoring a spirit of enter-
prise in their own economies and 
have embarked on a programme of 
support for the small firm sector. 
Research has shown that the per-
formance of small firms is extremely di-
verse. On average, 30% of new start-ups 
cease operations after two or three ye-
ars. The vast majority will soldier on ex-
hibiting very little growth in employment. 
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Only a tiny proportion will act as a motor 
for the sector. 'After 15 years, 4 % of the 
start-up firms will have provided 50% of 
the jobs'. 
After three years, these 'high-flyers' 
will show four to five times the median 
employment level and their assets will 
be five times higher than the typical 
three-year old firm. 
Dr Storey suggested that this im-
plied that a targeted policy rather than 
one promoting start-ups might be more 
appropriate for improving employment 
creation in small firms. 
Zoltan Acs (Wissenschaftszentrum 
Berlin) described recent experience in 
the United States. Whereas in Europe 
employment growth has been close to 
zero in recent years, in the United States 
it has topped 2.5 million per annum. An 
active entrepreneurial sector has meant 
that the bulk of growth in the United 
States economy has emanated from 
small firms operating in a wide range of 
sectors. In 1950, 100 000 new corpora-
tions were created in the United States. 
By 1987, this figure had risen to 700 000. 
In 1981, the United States researcher 
David Birch found that the bulk of new 
jobs were to be found in small firms. 
About 66% of new jobs created be-
tween 1969 and 1976 were in firms with 
20 or less employees and 80% were in 
firms with 100 or less employees. Birch 
concluded that the American economy 
was moving 'from manufacturing to ser-
vices, from hardware to thoughtware, 
from large-scale capital-intensive com-
panies to smaller-scale labour-intensive 
companies, and from a dependence on 
physical capital to a dependence on hu-
man capital'. 
Was Birch right? He was mistaken in 
his belief that the economy was moving 
away from manufacturing to services 
domination. The value added by the 
manufacturing sector as a proportion of 
GDP has not changed in the last 50 ye-
ars although the proportion of the labour 
force employed in manufacturing indus-
tries has fallen. However, he was correct 
in assuming that there was a shift in in-
put from materials to information and re-
cently released figures from the US 
small Business Administration support 
his contention that the largest share of 
new jobs do emanate from small firms. 
Of the new jobs generated between 
1976 and 1982, just over 40% came from 
firms with less than 100 employees and 
almost 66% from firms with less than 
500 employees (the dividing line for 
'small firms' in United States terms). Sur-
prisingly, small firms contributed a grea-
ter share of new jobs in manufacturing 
than they did in services. In the manu-
facturing sector, firms of up to 500 peo-
ple are responsible for 95% of job crea-
tion compared with just over 56% for 
newly generated employment in the ser-
vices sector. Small firms are at their 
most successful in the finance sector, 
where they have accounted for 98% of 
additional employment. 
Because the overall growth of the 
service sector has been greater than in 
manufacturing, the impact of small firm 
concentration in the services sector ap-
pears to be greater. The share of em-
ployment for the entire economy ac-
counted for by large firms has fallen 
from 56.5% in 1976 to 52.2% in 1982. 
Overall, there has been a 5% shift from 
large concerns to small and medium-
sized firms. Broken down by sector, this 
represents 2% in manufacturing, 3% in 
the services sector and 10% in the fin-
ance sector. Mr Acs concluded that 
small firms should be seen in a dynamic 
context: they are the seeds of the large 
firms of the future. The United States ex-
perience had not been government-led. 
Government had simply moved with the 
tide and perhaps facilitated its path by 
removing obstacles along the way. 
Ian Gow (Stirling University/Scot-
land) provided an overview of the situa-
tion in Japan. The Japanese business 
culture is rather different from its United 
States and European counterparts. Bot-
tom-up decisionmaking and worker par-
ticipation are unheard of concepts. The 
Japanese economic perception of small 
business is that it should act as a cush-
ion for workers who have been 
'sloughed off' by larger concerns and 
' SMEs are usually of a vertically-inte-
grated nature. 
Data from the Japanese Small and 
Medium-sized Enterprise Agency de-
scribes small businesses as those hav-
ing up to 300 employees and financial 
assets of up to 100 million yen. A 'very 
small business' is defined as having up 
to 20 employees in the manufacturing 
sector or up to five in the services sec-
tor. In the 1950s and 1960s the Japa-
nese Government began to get alarmed 
at the number of small firms going bank-
rupt so created a safety net in the form 
of loan and advisory institutions offering 
social protection for SMEs. The small-
firm sector was viewed as part of the 
strategy for large-firm ascendancy on 
the international stage. After 1973 there 
was a shift towards small production 
lots with small firms heavily reliant on 
contract work from their larger parent 
companies. 
In the early 1980s, the Japanese 
Government realized that small firms 
could play a pioneer role, offering a pole 
of creativity which could be decisive for 
preserving industry's cutting edge. Sup-
port for venture businesses was there-
fore developed. SMEs are now viewed 
as a fundamental part of economic pol-
icy and are in a better financial and staff 
choice position. However, the growth of 
small firms has been hit hard by the 
high yen and the Japanese Government 
has now adopted financial and accom-
panying structural measures to help 
SMEs adapt to the international situa-
tion. Highly trained counsellors provide 
university-level training for those in-
volved in SMEs and Chambers of Com-
merce are centres of high quality train-
ing — an idea which could usefully be 
developed elsewhere. 
In summing up the session, Werner 
Sengenberger (International Institute for 
Labour Studies, Geneva) asked why a 
shift towards employment in smaller un-
its had taken place. He suggested that 
job creation in small firms was an aus-
terity phenomenon or an 'escape route' 
for the unemployed, some indication of 
which is given in the swelling ranks of 
the self-employed. He thought much of 
the so-called job 'creation' measured 
respresented an increasing tendency on 
the part of large firms to sub-contract to 
small firms where labour costs are lower 
and job security more precarious. 
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Mr Sengenberger said that the prob-
lem of the small firm 'is not being small 
but being lonely'. Small firms lack the re-
sources of large firms and need a sup-
port system. Small firms could either 
draw on the resources of large firms, re-
lationships which must be balanced 
against the problem of dependency, or 
small firms could form tight cooperation 
networks between them to help them 
achieve the same economic results as 
large firms. Politics will be largely re-
sponsible for which type of cooperation 
surfaces. Organizational forms are much 
more important than size and the clue to 
successfully achieving transition in de-
veloped economics lies in striking the 
right balance between competition, 
guaranteeing a degree of dynamism, 
and cooperation. 
Session II: 
trends 
Qualitative 
In this session, participants were 
asked to look more closely at the nature 
and quality of jobs being created. Do 
jobs in small businesses tend to be of 
poor quality or, on the contrary, do they 
offer bonuses not available in large un-
its? 
Henri Nadel (University of Paris VII, 
France) described how an overall trend 
of jobs losses combined with a rela-
tively rapid expansion of the working 
population had led to high levels of un-
employment in France. The form taken 
by employment has tended to change 
and stable jobs have been replaced by 
more volatile, precarious types of em-
ployment. 
The economic crisis and technologi-
cal developments had led to an in-
crease in the number of smaller firms. 
These small firms can be divided into 
'job-creators' and 'job-recuperators'. 
The latter group consists mainly of the 
sub-contractors,· who mop up market 
niches left over for them by larger com-
panies. However, within this group, two 
distinct forms can be identified: 'exteri-
orization' and 'partnership'. Exterioriza-
tion is basically the idea of contracting 
out less profitable activities. It repres-
ents a shift of jobs, which often slide 
down the quality scale in the process. 
Partnership, on the other hand repres-
ents a complementarity between the ac-
tivities of the large and small firm which 
can generate good-quality, value-added 
jobs. Partnership should therefore be 
encouraged. Job creators are more ref-
lective of the underlying trend away from 
the large company unit. They have 
sought out new forms of business and 
developed progressive work arrange-
ments. Industrial policy should also sup-
port this group. 
It would be a mistake to turn a blind 
eye to the poor quality jobs created in 
some small businesses. Government 
policy should move away from the idea 
of small firms as a 'sponge' for unem-
ployment and Member States of the Eu-
ropean Community must study how 
best to promote cooperation between 
SMEs and large firms and between 
SMEs in general. In order to provide effi-
cient support, industrial and economic 
policy must take both the positive and 
negative factors affecting SME dynam-
ics into account. The most crucial nega-
tive factor concerns lack of access to 
administrative and financial information 
and to technology. On the positive side, 
SMEs are much more flexible, rendering 
them more efficient in times of intense 
international competition. 
Thus governments must manage the 
labour force and promote innovation to 
ensure that the trend towards improving 
the quality of jobs and modes of pro-
duction is strengthened. 
Michel Laine (DG V, Commission) 
tackled the question of training in and 
around small business. With new tech-
nological developments, continuous 
training has come to represent an im-
portant investment in a company's com-
petitiveness. 
However, small companies experi-
ence a high staff turnover and have a 
much greater tendency to turn to the ex-
ternal market when new qualificational 
requirements arise. 
Although somewhat simplistic, it is 
largely true to say that small firms over-
estimate their recruitment needs and un-
derestimate their continuous training 
needs. It may be difficult to provide the 
latter in small firms who may have to 
recruit from the external market when 
they come up against qualificational 
deadlock. SMEs may also not change 
their organizational structure when they 
invest in production information technol-
ogy nor invest in appropriate training. 
SMEs are thus in a paradoxical posi-
tion. Their extreme openness vis à vis 
the labour market makes them depend-
ent on the skills on offer, yet their re-
quirements are often very specific and 
tend not to correspond with typical mar-
ketplace profiles. 
SME-oriented training should con-
centrate on identifying needs and train-
ing packages should be accessible to 
SMEs and adapted to their specific re-
quirements. In particular, managers in 
SMEs should be made more aware of 
the importance of training and the pos-
sibilities of using new technology to 
bring training to the workplace. 
José Mora (Mondragon, Spain) de-
scribed how the Mondragon coopera-
tive movement was launched by a 
young priest in the early 1940s in a 
Spain which was still torn by the bitter 
experience of civil war. 
The priest, recognizing that the key 
to any successful economic venture lay 
in education, set up a democratically run 
professional school in 1940 which pro-
vided training in technical-professional 
subjects in order to respond to the ba-
sic needs of the region's industry and a 
social education based on Christian so-
cial doctrine. Students from the school 
went on to set up the first self-managing 
labour communities in the Leniz Valley. 
Other cooperative ventures followed 
and today the 'Mondragon experience' 
comprises 161 cooperatives involved in 
all sectors of industry, of whom 46 are 
involved in education and training. 
Like many current initiatives, the 
early cooperatives rapidly came up 
against a number of problems, espe-
cially a lack of funding, insufficient social 
security coverage and a lack of coordi-
nation and technical and economic as-
sistance in the smaller cooperatives. In 
response, the cooperatives set up 
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'cooperatives' cooperatives' to provide 
finance and financial advice; a mutual in-
surance association; a technological re-
search centre; an export advisory cen-
tre; and, most recently, a business train-
ing centre. 
The cooperatives have set up re-
gional groups among themselves. 
These networks facilitate economies of 
scale, the pooling of services and the 
organization of joint activities. They also 
act as an intermediate structure be-
tween individual cooperatives and the 
'coverage' entities. Regional groupings 
also facilitate movement of staff so that, 
for example, Mondragon was one of the 
few employers not forced to declare re-
dundancies in the early 1980s and even 
managed to expand. 
Mondragon's superstructure com-
prises a cooperative congress, which 
meets every two years to approve policy 
direction; and an executive, coordina-
tion and inter-cooperative arbitration 
body, the 'Consejo de Grupos'. 
As a pioneer of the cooperative 
movement, the 'Mondragon experience' 
demonstrates its potential as an import-
ant economic driving force. 
William Roe (Centre for Employment 
Initiatives, United Kingdom) argued that 
a successful economy must be like a 
forest with some giant trees, some me-
dium-sized bushes and a healthy under-
growth. 
Local employment initiatives are a vi-
tal part of the undergrowth. In certain ur-
ban and island areas of Scotland, the 
most common form of LEI is the 'Com-
munity business'. 
Community businesses provide a 
mechanism for public investment in 
poor communities and create a support 
structure for enterprise creation. They 
enable local people to get involved in 
the local economy to create jobs, mo-
ney and services. 
Combining both economic and so-
cial aims, Community businesses act as 
local development agencies which aim 
to: stimulate business enterprise; pro-
mote businesses supplying local ser-
vices which are not always profitable; 
save jobs, services and amenities in the 
Community; provide facilities; sponsor 
projects; and to supply grant-aided 
Community services. 
Community businesses stimulate 
'bottom-up motivation' and provide 
many people with stepping stones on 
the way to new economic activity. 
The scale of the Community busi-
ness movement should not be exagger-
ated but nevertheless they can make 
significant contributions in their local 
areas and merit more support from gov-
ernments who have traditionally been 
wary of such 'third-sector' develop-
ments. 
Enzo Mingione (Consultant, Italy) 
discussed employment in the informal 
economy, saying that it was a mistake to 
draw a mechanical correlation between 
self-employment/small-scale employ-
ment and the informal economy. Only a 
part of self-employment and small-scale 
employment consists of irregular em-
ployment. Nor is informal employment 
always synonymous with bad employ-
ment — the situation varies consider-
ably from one country to another. 
Nevertheless, the informal economy 
is in evidence in family firms; in socioec-
onomic innovation and informal self-em-
ployment; in casual jobs held by the un-
employed and inactive population; and 
in sideline jobs held by regular workers. 
On the positive side, flexible em-
ployment can give a competitive edge to 
small new firms. Generally speaking, as 
they consolidate, the degree of irregular-
ity diminishes. 
On the negative side, the mass un-
employment of the beginning of the 
1980s has opened up vast opportunities 
for poor quality informal employment. 
Casual self-employment does not fill the 
employment gap adequately and, in par-
ticular, discriminates against large so-
cial groups who are weak on the labour 
market, such as the young, old, women 
and ethnic minorities. 
Deteriorating employment condi-
tions among regular workers can also 
force them into becoming multiple job 
holders. These people are in a much 
stronger position to engage in irregular 
part-time self-employment, as they are 
protected by the income and social sec-
urity provisions of their first job. 
The employment structure of indus-
trialized countries is becoming increa-
singly heterogeneous and fragmented. 
Governments must either stick the 
pieces back together or face the grow-
ing instability which goes hand in hand 
with casual and second-jobholding. 
Discussants for the day's proceed-
ings highlighted the heterogeneous na-
ture of the experiences in different coun-
tries. Some SMEs are active on the in-
ternational market and require very spe-
cific, highly trained staff and support. 
SMEs on the local market may have 
lower qualificational requirements but 
higher flexibility demands. Many of the 
jobs created are of a precarious nature. 
It is important these small firms con-
solidate their position by increasing in-
teraction and networking between them. 
SMEs should also grasp the important 
role technology has to play and the as-
sociated question of appropriate train-
ing. 
Session III: Small firms, 
local economic 
development strategies and 
support structures 
William Schweke (Corporation for 
Enterprise Development, USA) de-
scribed how, with a federal government 
which adopted a laissez-faire attitude to 
business, the political impetus for devel-
opment has come essentially from state 
and local level. Attention has been fo-
cused on rendering the local economy a 
compact, self-reliant unit. Small firms, in 
particular, were targeted for support be-
cause there were grounds for believing 
that they held the keys to profitability, 
job creation and innovation. 
Although the entrepreneurial econ-
omy is developing in the United States, 
innovation potential continues to be 
constrained by a number of factors. 
There has been a move of resources 
towards local development but many 
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continue to be drained by 'smokestack' 
type developments. A widespread (and 
erroneous) belief that tax privileges and 
low wages are the key to attracting jobs, 
coupled with confusion about what an 
entrepreneurial policy should comprise 
means that there is no tangible support 
for entrepreneurial policies at federal le-
vel. 
Mr Schweke argued that local econ-
omic strategies should involve policies 
which encourage general development 
at local level as well as those which are 
targeted on high-fliers. A targeted policy 
involves the danger that entrepreneur-
ship becomes a middle-class trend. 
Local economic strategies should 
not be considered as the new panacea. 
Issues such as manufacturing renewal 
and 'bread and butter' services such as 
education, training and infrastructure 
should not be neglected. Programmes 
should match local reality and encou-
rage teamwork and networking to form a 
supportive culture for the entrepreneu-
rial economy of tomorrow. 
Jean-Pierre Pellegrin (OECD) de-
monstrated the importance of the local 
climate and job creation factors for a 
healthy local economy. Research con-
ducted by Birch in a number of US met-
ropolitan areas between 1969 and 1976 
showed that, regardless of the region, 
existing jobs contract at a rate of about 
8% per year. The difference in employ-
ment performance was caused by the 
rate of job creation which was found to 
vary to an astonishing extent from 5% in 
Detroit to 80% in Houston. On average, 
two thirds of new jobs came from the 
creation of new firms, 20% from the ex-
pansion of existing firms and 10% from 
plant relocation, underlining the essen-
tial contribution made by business crea-
tion, itself dependent on the local busi-
ness climate. 
Mr Peliegrin described the findings 
of the EC's local employment develop-
ment action programme which has 
looked at areas where the local popula-
tion has successfully responded to the 
challenge posed by high unemploy-
ment. 
Three types of response were ident-
ified. The first consisted chiefly of stop-
gap solutions, with employment as the 
immediate objective. The second was 
characterized by structural activities, re-
volving around the re-qualification of 
workers, accelerated reconversion of in-
dustry and financial aid for the develop-
ment of SMEs and services. Diversifica-
tion of the local economy is the prime 
aim and the employment aim is pushed 
back. The final response is a much 
more integrated view of local develop-
ment where interaction between local 
authorities, local employers, trade un-
ions, educational authorities and banks, 
together with the creation of local devel-
opment agencies and networks, are cru-
cial. A successful local development 
strategy must be able to mobilize local 
resources, promote entrepreneurial va-
lues and promote cooperation and part-
nership between local actors. 
Donai Dineen (NIHE — Ireland) de-
scribed small firm policy in the Shannon 
region of Ireland, a peripheral region 
where agriculture still accounts for 20% 
of jobs and unemployment is 15%. 
Small firms have played a vibrant 
role in local economic development in 
recent years. The net number of small 
establishments more than doubled be-
tween 1977 and 1986 and employment 
increased by 75%. Nevertheless, their 
growth is constrained by their remote-
ness from target export markets and the 
cost of entry into them. An intervention-
ist industrial policy has been crucial in 
helping small firms. The Shannon Free 
Airport Development Corporation, a 
longstanding local development agency, 
although government funded, has re-
gional autonomy. It plays a key role in 
the strategy to develop small firms in the 
region, providing advice, training and 
'nursery' facilities along with other enter-
prise promotion activities. It also liaises 
closely with regional branches of na-
tional agencies such as the export 
board, industrial training authority and 
the industrial credit company. 
The new firms are highly volatile with 
both start-ups and closure rates increa-
sing in recent years. Nevertheless, the 
net creation rate has remained positive 
at just over 5% and employment has 
grown. 
Despite the apparent success of the 
small firms policy, 'the scale of the un-
employment problem in this peripheral 
region is much greater than the employ-
ment generating capacity of the small 
firm manufacturing sector'. Mr Dineen 
felt that small firms' policies should in fu-
ture be more specifically targeted on 
high-growth firms and that efforts should 
be made to improve survival rates. An 
accommodating macroeconomic envir-
onment at both national and interna-
tional level is a prerequisite of success-
fully tackling the unemployment prob-
lem. 
Michel Berard from the Union Na-
tionale des Mission Rurales, France 
spoke about rural development. The 
population drift from rural to urban areas 
has now virtually ground to a halt. 
Young people, unable to find jobs, re-
turn to their native villages. However, the 
countryside can no longer offer a viable 
number of jobs and unemployment has 
soared, often to levels higher than in 
towns. The rural potential is underex-
ploited but the creation of new jobs in 
these areas cannot be spontaneous — 
a number of conditions must be fulfilled, 
the most important of which is cultural. 
Any project suggested by an outside 
person or agency must be agreed by 
the local people and authorities and fit 
in with local characteristics. The second 
important point is that job creation is not 
possible without the existence of local 
infrastructure, in the form of housing and 
leisure facilities for example, and without 
a successful local development chain 
reaction. Local dynamism, expressed 
through inter-SME cooperation, is vital if 
the creation of other businesses is to be 
eased. Local structures must pull to-
gether and national and European fi-
nance should be available as part of a 
changed strategy for rural development 
which is more geared to local needs. 
Michel Jallas (ANCE, France) talked 
about the role national agencies and 
large companies play in small firm start-
up and development. The Agence Na-
tionale pour la Création d'Emploi is a 
mixed public/private organization. Set 
up in 1979, it aims to stimulate the spirit 
of enterprise, encourage more people to 
become entrepreneurs and to keep 
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more fledgling small businesses afloat. 
The importance of small businesses in 
the French economy is highlighted by 
the fact that in 1987 three out of 10 com-
panies were less than six years old and 
small firms played a predominant role in 
new employment creation, providing half 
the new jobs. 
Job creation in SMEs takes place 
essentially at local level and SMEs often 
suffer from isolation. Networking can 
help and this is where national develop-
ment agencies are useful. Development 
agencies can inform SMEs of relevant 
developments; experiment with and dis-
tribute new training tools; relay informa-
tion to decision-makers and other econ-
omic actors; improve the legislative en-
vironment for SMEs; and act as catal-
ysts for the vital links between local and 
government officials, chambers of com-
merce, financial institutions, large com-
panies and SMEs. 
Large firms have begun to encou-
rage business creation by their own em-
ployees. In some cases, they have be-
gun to train them in the politics of com-
pany creation, provide financial and le-
gal advice and also commercial support 
in the initial stages. This trend is a ref-
lection of growing Western awareness 
of the Japanese sub-contracting model. 
As a consequence, technical and com-
mercial partnerships between large and 
small firms have become more frequent. 
Other imaginative large companies have 
made available their R&D services or 
vast overseas distribution networks to 
SMEs. Large firms are also becoming 
more 'socially' involved, participating, for 
example, in local and regional economic 
development bodies or inviting 
would-be entrepreneurs to bring their 
plans for critical viability assessment. 
Concerned with the economic climate 
surrounding their plant, they may also 
offer sites or start-up finance for employ-
ment projects which promise to draw 
upon local labour. 
Mr Jallas stressed that stimulating 
initiative through training and promoting 
cooperation and networking would en-
able small firms to meet the challenge of 
the single, frontier-free market planned 
for 1992. 
Ernst Becher (OECD) reviewed the 
types of finance available to small firms, 
with particular emphasis on the role of 
banks and the public sector. Venture 
capital is an important transmission belt 
for technological advance. However, 
unless a would-be entrepreneur can 
raise capital from family and friends, 
most are forced to turn to more 'official' 
sources of capital. Banks are often ac-
cused of being too conservative, tradi-
tionally wanting to see equity accoun-
ting for half of total fixed assets for new 
firms. In addition, they tend to find con-
sumption credit more attractive than in-
vestment credit. On the positive side, 
banks may oblige, and often help, pot-
ential entrepreneurs to actually sit down 
and assess the financial viability of their 
project and identify long-term invest-
ment requirements. 
Nevertheless, there are gaps and 
there is scope for action to encourage fi-
nancial flows into job creation and enter-
prise. Government's role is 'to facilitate 
employment creation, to foster technical 
progress and innovation for firms to stay 
competitive and to help the socially 
handicapped by specific action'. In the 
financial sphere, this means reducing 
obstacles to capital access and 'build-
ing bridges to the funds, acumen and 
dynamics of the existing enterprise and 
banking sector'. Possible measures in-
clude equity participation; grants in 
cash; grants in kind (advisory, services, 
information, training); subsidies, e. g. of 
bank interest; preferential loans; tax re-
lief; and guarantees or insurance funds. 
Regional and local governments can 
also help in the process. United States 
experience has shown that government 
can form alliances with the commercial 
and financial sector with the shared goal 
of fostering economic revival. 'What 
counts is the assembly of driving forces 
to ensure that sound developmental and 
business proposals get funded.' 
Chris Webb described how informa-
tion technology has been used for em-
ployment and small firm creation within 
the UK ITEC (Information Technology 
Centre) programme. 
Many people have an irrational fear 
that information technology will replace 
man by machine in a society character-
ized by the collapse of work and central-
ized control. Others, particularly politi-
cians, see IT as offering a bright future 
epitomized by the growth of service in-
dustries and the media. Obviously, the 
truth lies between the two. IT must be 
harnessed and moulded to become as 
'user friendly' as possible and training 
should be more closely matched to the 
requirements. 
The ITEC programme, begun in 
1981, has grown to 175 information tech-
nology centres based on partnerships 
between central and local government 
and private companies. The organiza-
tion is an animating organization rather 
than a research based one. In the first 
few years the centres concentrated on 
provision of training and access to IT for 
the local community. Training for 
10-12 000 young people and 70-88 000 
adults is now provided every year. More 
recently, diversification into business 
development has led to the creation of 
about 100 small satellite companies with 
a turnover in the first year of about UKL 
10 million. Within this programme, the 
predictable small business develop-
ments embrace bureau-services; spe-
cialist training; customized software; 
electronics production; consultancy; 
desk-top publishing and so on. In addi-
tion, responses to more specific local or 
social needs have harnessed informa-
tion technology, for example in develop-
ing technology for the disabled. 
Information technology is clearly 
challenging old structures, at a time 
when they are already weakened by 
economic and financial crisis. 
It is important to ensure that society 
does not simply let IT push people out 
of the traditional employment structure 
into unemployment or low paid, poor-
quality jobs but that it grasps the pos-
sibilities offered by IT in developing new 
skills, providing new products and ser-
vices and helping small businesses to 
innovate and compete successfully. 
Discussants for the session empha-
sized the importance of entrepreneur-
ship and innovation, of education and 
training, especially in developing leader-
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ship qualities, and of communication 
and partnership. 
Session IV: National and 
Community level policies 
Alan Mayhew, Director of the Euro-
pean Commission's Task Force for 
Small and Medium-sized Enterprises 
explained that the Commission has a 
positive attitude to SMEs, considering 
that they make a useful contribution to 
economic and employment growth and 
that they will benefit most from the crea-
tion of the internal market. In addition to 
ensuring that Community legislation and 
national Community laws do not im-
pinge too heavily on SMEs, the Task 
Force is also looking at how SMEs can 
be helped to take advantage of the inter-
nal market. Information is a vital ingre-
dient in creating the right business en-
vironment and the Commission has 
worked alongside development agen-
cies, Chambers of Commerce, banks 
and business centres to create a net-
work of 'Euro-Info Centres'. Thirty-nine 
such centres provide information, in-
cluding computerized databases, and 
training. It is hoped to expand the num-
ber to between 150 and 200 in the sec-
ond phase. 
The Commmission has also set up a 
Business Cooperation Network (BC-
Net) to promote cooperation between 
firms throughout the European Commu-
nity. BC-Net is essentially a databank 
which SMEs, who are often tuned exclu-
sively to the local market, can use to find 
prospective partners and broaden their 
horizons. 
In the field of financing SMEs, the 
Community has developed loan and 
venture capital instruments and is cur-
rently studying a seed capital scheme. 
The volume of Community loans to 
SMEs has considerably increased in re-
cent years. In addition, the New Com-
munity Instrument will give priority to 
funding innovative small firms in its 
fourth phase. 
Catherine Leroy from the Fondation 
Rurale de Wallonie described the prob-
lems experienced by local employment 
initiatives. Many of these are set up by 
people without previous business expe-
rience who have to cope with an admin-
istrative, governmental, economic and fi-
nancial maze. Support structures, with 
the generic name 'local development 
agencies', have developed to meet their 
need for aid, advice and coordination. 
They provide a kind of 'advisory link-up' 
between creative but untrained busi-
nessmen and women and various levels 
of government, financial organizations 
and the public in general. 
Local development agencies vary 
widely in nature and size. They may op-
erate in the private sector or may work 
hand in glove with local authorities, they 
may be local or regional or national. 
Some may concentrate on developing 
certain regional economic features, 
whereas others seek to provide advice 
to a highly targeted public such as 
cooperatives or women. One of the un-
derlying aims tends to be to help local 
people gain control over the local econ-
omy. 
To find out more about local devel-
opment agencies and to encourage the 
flow of information between them, the 
Commission has organized local con-
sultations in Member States and set up 
a programme of exchange visits be-
tween development agents operating in 
different Member States. 
Mr Siletti (DG V) spoke about the 
training activities conducted by the 
Community. He drew a distinction be-
tween the training programmes sup-
ported by the European Social Fund 
and training activities under pro-
grammes such as Comett, YES and 
Erasmus which are liaison activities and 
not programmes in themselves. 
The Community has emphasized 
training for young people and between 
1988 and 1992 will run a programme to 
prepare young people for working life 
which will complement national policies. 
Comett, the training for technology 
programme is a good example of the 
importance attached by the Community 
to partnership. University-industry train-
ing alliances are one of its main spheres 
of activity. Another is the use of multi-
media systems which are well suited to 
SMEs. 
Eurotechnet is a demonstration net-
work pooling projects and vocational 
training opportunities, giving priority to 
small businesses, training young peo-
ple and integrating them into the work-
force. 
Jean Lemaitre from Elise said that 
local employment initiatives were no dif-
ferent from any other SME in so far as 
they aim to become economically viable 
in the long term. However, they often 
suffer much more from isolation be-
cause they start with a financial and 
training handicap and often face difficult-
ies in gaining access to information. 
Elise, a European information ex-
change network for local employment 
initiatives was set up in 1984 with fund-
ing from the European Community. Elise 
aims to provide broad access to infor-
mation and has created a flexible and 
decentralized network for the collection 
and diffusion of information. It also ana-
lyses and tailors information for the spe-
cific needs of diverse groups including 
local development agencies, universi-
ties and research institutes and various 
levels of government. 
Another Community-sponsored in-
formation exchange mechanism was 
described by Tony Hubert. The Mutual 
information system on employment poli-
cies (Misep) regularly produces informa-
tion reports on labour market policies at 
European and Member State level. A 
network of national 'correspondents' 
meets regularly to exchange information 
on employment policy developments. 
The information gathered by Misep can 
also be accessed on the EC's computer 
host 'Echo'. 
The Commission is also investigat-
ing the possibility of setting up an infor-
mal network between large companies 
to exchange experience on innovative 
employment and social programmes 
which have been developed in or by 
large companies. 
Peter Blackie (Directorate-General 
for Economic Affairs) gave a run-down 
on Community funding and financial in-
struments. Most of the money available 
is in the form of European Investment 
Bank loans. There are no restrictions on 
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who can borrow, interest rates are mar-
ket related and terms are spread over 
the life of the assets. Loans are gen-
erally paid in one or more foreign cur-
rency. Projects must be financially viable 
with 50% of the fixed asset costs fi-
nanced. 
The Commission has now decided 
to broaden the instruments on offer and 
adapt the financial system more to 
needs. However, the central criteria for 
deciding whether to grant money conti-
nues to be that of a self-sustaining sys-
tem for neither the European Commu-
nity nor national budgets can be a 
permanent finance source. The Com-
mission is also trying to promote ven-
ture capital and seed capital, i. e. finan-
cing at a very early stage for high-tech-
nology firms. 
Conclusion 
Participants concluded that to get 
the right mix between general policy 
geared towards a sound economic, fis-
cal and labour market environment and 
a selective, targeted policy for SMEs, 
there is a need for more evaluation of 
current needs and solutions. In particu-
lar, governments should look at effective 
ways of supporting R&D, training and 
creativeness rather than capital deepen-
ing. All were agreed that there is still 
much to learn and more and better infor-
mation flows are crucial. 
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Adaptability of employment in medium-sized 
enterprises in several Community Member 
States 
A field study entrusted to the Study 
centre for the management of hu-
man resources and employment 
(Critère, Paris) — based on 50 me-
dium-sized enterprises operating in 
various sectors in France, Belgium, 
the Federal Republic of Germany, 
Italy, Spain, the United Kingdom 
and the Netherlands — informs us 
of the different measures for work 
adaptability decided upon and 
implemented in enterprises and the 
role of the unions and management 
in this respect, even if the limited 
nature of the sample does not allow 
it to be considered as representa-
tive of enterprises as a whole. 
The study first of all identifies the dif-
ficulties facing the enterprises and then 
provides details of the measures 
adopted. 
The difficulties are categorized as 
follows, the percentage of enterprises 
affected in each instance also being 
given: 
(i) Adaptation to trends in demand: 
56% of the enterprises report an irre-
gular or cyclical demand while 10 en-
terprises are experiencing falling de-
mand. 
(ii) Improvement of price competitive-
ness by reducing costs through cap-
ital savings, increased productivity, a 
fall in the reject rate: 44% of the en-
terprises need to increase the ser-
vice life of equipment and 36% need 
to increase their productivity. 
(iii) Improvement of quality competitive-
ness: quality improvement is an im-
portant objective for 59% of the en-
terprises. 
(iv) Changes in the range or the product: 
38% of the enterprises have had to 
reorganize their range. 
(v) Introduction of new technologies: 
this applies to 71 % of the enter-
prises studied. 
The adaptability measures observed 
can be categorized as follows: 
Adjustment of working hours 
(i) Annual adjustment with overtime 
where appropriate: 56% of the enter-
prises apply different methods of 
varying working hours according to 
the time of year. 
(ii) Weekly adjustment by operating a 
variety of shifts: 68% of the enter-
prises practise such a weekly adjust-
ment, often by combining various 
methods. 
(iii) In certain cases the introduction of 
shift work is combined with a reduc-
tion in the number of hours worked. 
This applies to 9 enterprises in the 
sample. 
Job restructuring 
(I) Internal occupational mobility: 52% 
of the sample. 
(ii) Development of versatility (or multi-
skilling): 50% of the enterprises 
studied. 
(iii)Training: 68% are making a particu-
lar effort to improve training; three 
enterprises insist on training in 
economics in order to promote a 
sense of responsibility among the 
staff. 
(iv) Quality groups: these exist in only 7 
of the enterprises included in the 
sample. But in certain others there 
are similar systems for involving the 
staff in improving quality. 
Differentiated status 
(i) Short-time working (or similar legal 
forms): 9 enterprises in the sample. 
(ii) Part-time work: 26% of the enter-
prises in the sample. 
(iii) Fixed-period and temporary employ-
ment contracts: 26% of the enter-
prises. 
Staff cuts 
(i) Early retirement: 22% of the enter-
prises. 
(ii) Mass redundancies: 2 enterprises. 
(iii) Resignations: 5 enterprises where it 
is basically a question of special fi-
nancial incentives to leave. 
Adaptation of wages 
(i) Bonuses linked to productivity, qual-
ity or results: 71 % of the sample. 
(ii) Bonuses linked to shift work: at least 
three enterprises. 
(iii) Individual annual wage increases, 
without objective bases and gen-
erally based on merit: 3 enterprises. 
After defining the above categories, 
the study analyses how the adaptability 
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measures have made it easier to adapt 
to the market. 
In this respect, five kinds of econ-
omic problem are apparent from the 
sample, corresponding to a variety of 
situations: 
Adaptation to fluctuations 
in demand 
This can generally be considered as 
taking four different forms: 
(i) a substantial growth in 
demand 
The adjustment of working time, ac-
companied by new recruitments and 
possibly overtime, allows the pro-
duction capacity to be increased 
more rapidly than through invest-
ments. This enables a company to 
respond very quickly to an upsurge 
in orders, for example, while waiting 
for new equipment to be installed. 
(ii) a persistent fall in demand 
Reductions in staff have to be made, 
the question being initially to apply 
solutions which are rather less 
abrupt than redundancies, such as fi-
nancial incentives to leave voluntar-
ily, part-time work and early retire-
ment. 
(iii) a cyclical demand 
This usually involves adjustments to 
working time on an annual basis, us-
ing a wide variety of formulas, and 
the employment of seasonal work-
ers. 
(iv) an irregular and 
unpredictable demand 
This likewise involves adjustments to 
working time, together with the use 
of flexible working hours, determined 
in principle on an individual basis 
but in practice giving preference to 
the needs of the enterprise. 
Increased period of service 
for equipment 
Although the increase in this period 
sometimes coincides with an increase 
in demand, the main economic reason 
for it is to reduce fixed-capital expenses 
and obtain a maximum return on equip-
ment which is already in place. 
Improvements in quality 
and productivity 
Improvements in quality and produc-
tivity have a common aim (to reduce 
cost prices) and a common vector (the 
motivation and skills of the employee). 
Action to improve quality 
Quality problems are technical by 
nature and employees therefore need to 
be closely involved if such problems are 
to be resolved. Consequently, staff poli-
cies are introduced to ensure that em-
ployees are both adequately skilled and 
motivated in this respect. 
The necessary skills are acquired 
through training programmes aimed at 
achieving a higher standard of occupa-
tional performance familiarizing staff with 
quality tools and providing economic in-
formation on costs. 
Motivation is stimulated at two le-
vels: 
(i) financial: bonuses and other benefits 
linking quality with rewards; 
(ii) psychological: developing a policy 
of social relations, organizing the 
work so as to provide scope for in-
itiative and involvement, defining the 
company goals and, in all cases, 
measures to increase awareness of 
the economic importance of quality 
to the company. 
Efforts to increase productivity 
Increased productivity is absolutely 
vital to several companies included in 
the sample if they are to remain compet-
itive. This is reflected in investments in 
new technology. 
The traditional methods are used: 
bonuses, improved communication, 
training initiatives and policies for parti-
cipatory management. 
Among the enterprises studied at-
tempts at improving quality and achiev-
ing greater productivity are often inter-
connected. 
Introduction of new 
technology and job 
restructuring 
The introuduction of new technology 
leads to changes in the conditions of 
employment: changes in the content of 
the work, a broadening or narrowing of 
the skills of each employee, changes in 
the structure of qualifications etc. 
According to the managers of the 
enterprises studied, the direction in 
which these factors develop is essen-
tially determined by the policy on work 
organization and the management of hu-
man resources adopted by the compan-
ies, which may entail either the down-
grading of employees using old equip-
ment or their upgrading on the basis of 
retraining and a wider range of job func-
tions. 
It is the latter solution which is gen-
erally adopted by the enterprises in the 
sample, this resulting in a considerable 
training drive. 
Adaptation of wages to 
individual and/or collective 
results 
Many of the enterprises studied are 
seeking to link wages to company re-
sults, whether this be the earnings of a 
particular group of employees or of 
each employee. This can result in the in-
troduction of several parameters deter-
mining the earnings of employees. 
The other reason for adapting sala-
ries is the contribution this can make to 
employee motivation. 
In the enterprises observed, the link 
between results and earnings is based 
on various parameters: quantities pro-
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duced, turnover, profits, lower reject rate 
etc. 
The final section of the study offers 
useful information regarding the social 
procedures by which the enterprise in-
troduces the adaptability measures. 
On the basis of the sample, which 
included only enterprises with binding 
employment contracts, it is possible to 
identify two categories: those enter-
prises where adaptability is introduced 
in the context of a permanent system of 
participatory management introduced 
by the head of the enterprise with the 
agreement of the unions, and those 
where each adaptability measure is ba-
sically introduced after negotiations with 
the unions. 
The analysis of the experiences 
studied shows that in most of the 
French and Belgian enterprises consid-
ered only certain (and not all) measures 
to adjust working time are negotiated 
while the other adaptability measures 
are often not negotiated. However, as 
the employer attempts to take into ac-
count the existence of the unions and 
current contractual commitments, there 
are likely to be informal discussions on 
these measures leading to consensus 
without formal negotiation and agree-
ment, so that it is fair to say that all cate-
gories of adaptability measures will 
probably come to be subject to some 
kind of negotiation in Belgian and 
French enterprises. 
In the German, Italian and British en-
terprises studied the adaptability mea-
sures are subject to more specific nego-
tiation. 
Generally speaking, whether they 
are negotiated or not and whether for-
mally or otherwise, the adaptability mea-
sures do not appear to encounter oppo-
sition from the employees' representa-
tives in the enterprises studied. 
Finally, the study attempts to assess 
the benefits and the concessions, for 
both the employees and employers, 
which result from the adoption of flexibil-
ity measures. 
For the employees, the positive ele-
ments fall into three categories: 
(i) the protection and/or creation of 
jobs; 
(ii) better working conditions (shorter 
working times, higher earnings, vo-
cational training, more interesting 
work); 
(iii) more power (wider field of influence 
for the union, better command of the 
job by the employee). 
As regards the concessions, the 
adaptability brings with it certain addi-
tional constraints for the employees, re-
lating in particular to night or weekend 
work. 
For the employers, the benefits as a 
whole consist of a better management 
of production, and therefore increased 
profits, while the concessions consist of 
a certain loss of discretionary power, 
that is, a de facto obligation to discuss 
(or negotiate) certain aspects of ma-
nagement and work organization with 
the unions. 
The negotiated introduction of 
adaptability measures yields the best 
results. 
In the study sample, the adjustment 
of working time is the most common 
subject of an enterprise agreement 
(42%). Wages and wage components 
(bonuses, profit-sharing) come next 
(33%). 
The agreements containing provi-
sions concerning work organization, the 
introduction of new technology and the 
definition of job profiles are quite numer-
ous: approximately one quarter of the 
sample. Finally, three enterprises con-
cluded an agreement on part-time work. 
Among the various adaptability mea-
sures possible, it appears that those 
which are generally the most negotiable 
are those which provide for greater job 
security for the employees. It is there-
fore logical for union representatives to 
give preference to internal adaptability 
measures. 
Among the conclusions drawn by 
the authors of the study, particular refer-
ence should be made to the inference 
(based on the cases observed) that 
adaptability does not necessarily mean 
deregulation but that the legal regula-
tions provide support for the unions 
when negotiating and that this support 
helps ensure balanced negotiations. 
In order to prevent enterprises from 
adopting social dumping practices, the 
authors believe that internal adaptability 
must be based on certain social rules 
which should be harmonized at Euro-
pean level. 
As to whether there is a European 
model for the practices of enterprises as 
regards adaptability, the study goes no 
further than to say that a certain homo-
geneity is to be seen in the enterprises 
observed. Five principal characteristics 
can in fact be discerned: 
(i) the increasing importance of internal 
adaptability; 
(ii) the variety of possible adaptability 
measures which are applied accord-
ing to the different objective situa-
tions encountered by the enter-
prises; 
(iii) three adaptability measures are most 
common: the adjustment of working 
time, adaptation of earnings, occupa-
tional mobility; 
(iv) the existence of effective contractual 
obligations in cases where internal 
adaptability measures are imple-
mented; 
(v) the existence of protective social 
rules which prevent adaptability from 
being mainly external, and which 
provide a certain support for the 
union negotiators. 
Gaetano Zingone 
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Outlets and training opportunities for 
unemployed young people in the fields of 
urban renewal and the rehabilitation of 
housing conditions 
Bremen Conference, 18-21 April 1988 
The Bremen conference, at-
tended by some 80 people, pro-
vided the opportunity to assess the 
situation of the employment of 
young people and of insertion pro-
jects in the field of housing condi-
tions as developed in 11 Commu-
nity countries. 
The choice of the construction 
sector is particularly illuminating as 
in the majority of the Member 
States it is experiencing a serious 
crisis linked to the increasing rarity 
of new building programmes and 
the modification of the organization 
of production. There is a distinct 
trend towards smaller sites and the 
diversification of tasks. 
On the other hand, urban adjust-
ment plays an essential role as a 
cultural and social vector extending 
far beyond the purely economic. 
The run-down nature of certain ur-
ban areas accelerates the process 
of desocialization. The concentra-
tion of aggravating factors tends to 
produce real ghettos in certain par-
ticularly disadvantaged areas (high 
levels of unemployment, dilapi-
dated housing, low level of educa-
tion and training). 
The analyses and projects pre-
sented at the conference revealed 
a deep concern for youth employ-
ment. Most of the participants in-
sisted on the need to act at the 
macroeconomie level in order to 
support growth, the essential ele-
ment for the creation of wealth and 
jobs; and at local level by encour-
aging initiatives and helping bring 
projects to fruition. The large num-
ber of experiences presented in the 
field of urban renovation and their 
very positive impact in terms of in-
sertion and way of life highlighted 
the benefits of the local approach. 
The conference was organized 
by the IfS, Institut für Stadtfor-
schung und Strukturpolitik GmbH, 
Berlin, with the cooperation of the 
European Centre for the Promotion 
of Vocational Training (Cedefop), 
the Förderwerks eV, Bremen and 
the Planungswerkstatt, Bremen and 
supported by the EC Commission, 
the Federal Ministry for Youth, Fam-
ily, Women and Health as well as 
the Federal State of Bremen. 
The projects presented at the confer-
ence concerned two main approaches: 
(a) One category concerns sectors ex-
periencing an economic decline, en-
joying little capital investment and 
abandoned by traditional compan-
ies. These experiences show sec-
tors of the population leaving the 
employment market, either voluntar-
ily or due to specific handicaps (fai-
lure at school; delinquency etc.). 
(b) Other projects are based on the 
reappraisal of the building trades 
and propose adapted training. It is a 
question of breathing new life into 
neglected activities for which new 
markets are opening up. 
The adaptation of training to the 
needs of the trainees and the receiving 
environment plays an essential role. In 
addition to the technical know-how, the 
experiences developed at local level 
generally seek to provide the young 
people with 'transversal' skills, social 
and cultural qualifications allowing them 
to find a place for themselves in a parti-
cular environment, assess projects and 
regain self-confidence. 
The high level of unemployment 
fuels conflict between generations. The 
older workers, trained on the job, fear 
competition from young people with an 
in-depth theoretical knowledge. Co-
operation between different age groups 
by including older workers in the train-
ing process yields very encouraging re-
sults: it allows young people who failed 
at school to obtain a recognized profes-
sional qualification and stimulates the 
teachers to allow others to benefit from 
their knowledge. Experiences con-
ducted to date show considerable prog-
ress as regards motivation, team spirit 
and, finally, productivity. 
It became evident at the conference 
that the local level was the most approp-
riate context for the insertion of young 
people. It is at this level that cooperation 
between the educational, industrial and 
financial sectors is organized. Setting up 
networks and meeting and animation 
centres plays an essential role in the dy-
namics of development at local level. 
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In the light of less intervention by the 
central government there is an increa-
singly strong municipal policy for em-
ployment, training and social assist-
ance. This trend underlines the increa-
sing need for solidarity between the 
wealthy regions and those less deve-
loped. 
A 'Declaration of Bremen' was 
adopted by all the participants. 
'The declaration of 
Bremen' 
Training and jobs for young 
people through urban renewal 
1. All the contributions to this con-
ference established very clearly that 
the permanent mass unemployment in 
the various countries is a social, econ-
omic and political problem of the ut-
most urgency. The employment crisis 
which was initially prompted by a 
number of fundamental structural 
changes in the mid-1970s (rising oil 
prices, changed conditions of compe-
tition on world markets, shifts in pro-
duction technology, the conse-
quences of the baby boom of the 
1960s, more women working etc.) has 
persisted and dramatically worsened 
over the years throughout the Commu-
nity. In 1975 the average level of unem-
ployment for the European Community 
as a whole was 5%. Today this figure 
has doubled and reached, in 1986 for 
example, 20.7% in Spain, 18% in Ire-
land, 11.9% in the Netherlands and 
8% in the Federal Republic of Ger-
many. Young people (15-24) have 
been particularly affected by the prob-
lem. In 1986 the rate of unemployed 
young people as a percentage of the 
total unemployed was 44.4% in Spain, 
33.4% in Italy and 25.6% in France. 
Young people without proper voca-
tional training or who have failed to 
complete their schooling are at parti-
cular risk of being permanently unem-
ployed. 
The contours of a deeply divided 
society are becoming increasingly ap-
parent, a society where the unem-
ployed and especially the young un-
employed are becoming ever more is-
olated from mainstream society. 
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The political decision-makers at all 
levels (European Community, national 
and municipal) are therefore requested 
to redouble their efforts to fight the un-
employment crisis. 
2. The contributions to the confer-
ence provided an impressive illustra-
tion of the long-term need in all the Eu-
ropean Community countries for the 
conservation and renewal of the city at 
a building, ecological, economic, cultu-
ral and social level and that this has to 
be considered as an on-going political 
obligation of the utmost seriousness 
for society and the economy as a 
whole. 
This means: 
(i) at a building level, modernizing 
housing and improving the envir-
onment through 'prudent' urban 
renewal in order to strengthen the 
housing function of cities, and es-
pecially of inner cities; 
(ii) at an ecological level, paying more 
attention to the protection of the 
environment in urban renewal with 
the main objective of improving liv-
ing and working conditions in the 
inner cities (for example, through 
noise control, reduction of air pollu-
tion, making 'sealed' surfaces and 
water courses more natural etc.), 
saving energy and protecting the 
ground and underground water 
(the importance of which has re-
cently come to be realized to an in-
creasing extent) against contami-
nation (avoidance or elimination of 
so-called 'Old Loads'); 
(iii) at an economic level, securing the 
establishment of (mostly small-
and medium-sized) enterprises in 
the inner cities where they are in-
termingled with housing and 
where, given the frequently conflict-
ing interests of businesses and 
housing, it is necessary to find the 
difficult middle road of 'site secur-
ing which is compatible with the 
environment', and securing the 
'economic' function of inner cities 
which is also to accommodate 
handicrafts and trades; 
(iv)at a cultural level, preserving the 
'cultural heritage' (historical build-
ings, historical aspect of the town) 
and improving conditions for 'ur-
ban culture'; 
(v) at a social level, securing urban liv-
ing space for socially and econom-
¡cally-disadvantaged groups (un-
employed young people, the el-
derly, immigrant worker families 
etc.). 
On this basis the political deci-
sion-makers at all levels (EC, national 
and municipal) are requested to draw 
fully upon the employment and labour 
market policy potential inherent in this 
field of action and to use it for the 
strategy and instruments of an active 
employment and labour market policy, 
especially as the politico-economic 
impulse effect of public means of 
promotion together with their 'multi-
plier effect' on the investment deci-
sions of private enterprise and house-
holds are pronounced in this area. 
In this context the political guide-
line must be that in social, economic 
and political terms it definitely makes 
more sense to use taxpayers' money 
to create jobs and training places and 
to promote institutions, goods and 
performances which are socially useful 
rather than spending this money on 
unemployment benefit which sustains 
forced inactivity. 
3. The examples of all the Euro-
pean Community countries illustrate 
how the field of urban conservation 
and renewal is particularly well-suited 
to benefit from employment and labour 
market policy as it offers scope for 
combining employment and training in 
a way which is positive for the future. 
While new building projects are es-
sentially undertaken by the construc-
tion industry (construction as principal 
activity) adopting an industrial means 
of production, 'small-scale' craft activi-
ties and requirements are at the basis 
of projects for urban conservation and 
renewal (construction complementary 
activity). 
This is why training in this area 
concentrates primarily on craft profes-
sions and activities. Various contribu-
tions to the conference mentioned the 
new professional and activity profile of 
the 'advisor for urban renewal of re-
habilitation' which combines the tradi-
tional skills of the craftsman with new 
knowledge, regarding, for example, 
environment-friendly materials and en-
ergy-saving technologies. Unlike the 
so-called qualification offensives, 
which very often lead to a dead end for 
the trainees or, if they are lucky, to a 
succession of employment measures 
and employment projects ('an artificial 
career') this offers the prospect of their 
training culminating in an activity with 
a sure future. 
4. For unemployed young people 
who are socially disadvantaged owing 
to their particular circumstances 
(drugs, dropping out of school, broken 
families, children of immigrants) and 
for whom access to the labour market 
is becoming increasingly difficult, pro-
jects for urban conservation and rene-
wal offer a particularly valuable oppor-
tunity of combining employment and 
training with a familiar and self-deter-
mined world in which they are the 
principal protagonists. Such com-
pound projects which combine train-
ing, work and housing and which are 
funded by promotional institutions for 
vocational training, youth projects and 
urban renewal offer young people the 
opportunity to acquire or reacquire not 
only skills in craft industries but also 
the self-confidence and sense of di-
rection in life ('social competency') 
which are essential if they are to suc-
ceed in making the transition to the 
world of work. 
5. The contributions from all the 
European Community countries pro-
vided examples of how the opportuni-
ties for action against employment at a 
political level which are inherent in cur-
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rent concepts for action and funding at 
European Community, national and 
municipal level are often not exploited 
to the full because their goal-oriented 
and compound potential is impeded if 
not actually thwarted by rigid, sectoral 
means of financing, regulations con-
cerning areas of responsibility and the 
self-interest of the various depart-
ments of the administrative offices in-
volved at the various levels. This con-
stitutes a loss of important 'synergetic' 
effects of a combining of resources 
which would otherwise be possible. 
That is why the demand must be 
made at all levels (EC, federation, 
State and commune) that such 'home-
grown' obstacles to action be elimi-
nated from the administration. In parti-
cular, it is necessary to change the 
means of financial support, the regula-
tions apportioning responsibility and 
the patterns for action in order to ex-
tend and improve the scope for action 
and organization. Rather than central 
government 'control from above' which 
still predominates and which has 
proved to be of little effect if not actu-
ally counter-productive in these fields 
of action, preference should be given 
to 'control and coordination from be-
low'. 
6. The contributions to the confer-
ence demonstrate that in all the Euro-
pean Community countries the local 
level plays a decisive if not the deci-
sive role by initiating and realizing em-
ployment effective projects and invest-
ment plans in the field of urban con-
servation and renewal. The local wil-
lingness for action and involvement 
can, however, only be used to best ef-
fect if the essential decisions concern-
ing the projects and plans are them-
selves prepared and taken at the local, 
grassroots level. 
This is particularly true as regards 
obtaining the necessary financial sup-
port. Examples from all the European 
Community countries show that the 
provision of adequate aid by European 
Community and national authorities is 
absolutely essential, whether this be in 
the form of public investment incen-
tives or the funding of vocational train-
ing, work procurement or other mea-
sures of an active employment and la-
bour market policy. The municipalities 
in all the European Community coun-
tries lack financial resources and 
would be totally overburdened if they 
attempted to act alone. The examples 
of all the countries concerned also 
show, on the other hand, that the suc-
cess of employment-effective projects 
and investment plans also depends 
essentially on the mobilization of addi-
tional 'supporting' local resources, 
whether through local social initiatives 
(e. g. churches, promotion associa-
tions, self-help groups) or through in-
vestors from the private sector (e. g. 
local construction companies). 
A similar situation applies to the 
responsible body and the realization 
of such projects and investment plans 
in themselves. The contributions to the 
conference reported a large number of 
organizational variations ranging from 
the creation of local employment asso-
ciations to models for cooperation 
with the local trades. In each case their 
success appears to depend on 
whether it is possible to reach a con-
sensus between the relevant local in-
terest groups (especially the represen-
tatives of industry, trades and the un-
ions). It is especially important in this 
context to dispel the mistrust of the lo-
cal craftsmen who fear competition 
through such employment initiatives. 
As some of the contributions to the 
conference demonstrated, this has 
been done successfully in many 
places resulting in numerous esta-
blished craft industries participating in 
the projects and assuming responsib-
ility for training young people for em-
ployment and often continuing to em-
ploy them themselves on completion 
of the project. 
7. The Bremen conference made 
clear how necessary and useful such 
an exchange of experiences is in or-
der to initiate a mutual learning pro-
cess from 'project to project' across 
national borders and to firmly esta-
blish such a process. The conference 
showed in an encouraging way the 
soundness and fertility of such an in-
ternational exchange of experiences. 
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Employment in the banking sector today and 
some prospects for 1992 
In its work programme for 1988, 
the Commission states that it in-
tends to spare no effort in encour-
aging the social partners to enter 
into meaningful social negotiation 
by making progress, in particular, in 
controlling and managing qualita-
tive changes and social transforma-
tions. 
This desire to support a social 
dialogue between social partners is 
nothing new at Community level 
where the most interesting and re-
cent progress has been made in in-
terprofessional and horizontal de-
velopments in dialogues between 
representative organizations. 
Within Community social policy 
balanced discussions have as-
sumed a certain vitality In the sec-
toral domaine over recent years, to 
the point where they now consti-
tute an inherent part of this policy. 
Social dialogue was first en-
tered into on an informal basis in 
the banking sector in 1982 and im-
mediately showed evidence of its 
dynamism with the setting up of a 
working party which exists to this 
day and which has, furthermore, 
with its well-considered advice, lent 
support and encouragement to the 
initiatives of DG V for conducting 
studies on this sector. 
In this way the Commission has 
been able to alert both itself and 
the members of the profession as 
to the social consequences for the 
banking sector of the introduction 
of new technology (report by Emll 
Kirchner, 1983) and of employment 
trends in the banking sector in the 
European Community countries (re-
port by René Eksl, September 
1987). 
The official submission and cir-
culation of the latter important re-
port led to a seminar on 26 and 27 
September 1987. For the time be-
ing, it was considered useful to give 
an account of the major develop-
ments in employment in the bank-
ing sector. This account obviously 
remains very close to the conclu-
sions of the report itself. 
Major trends in employment in 
the banking sector 
The banking sector employs almost 
2.3 million people in the 12 countries of 
the European Community. In relation to 
the total active population of the Euro-
pean Community, estimated to be 110 
million, it represents 2% of total employ-
ment or 4% of employment in the ser-
vices sector. 
1. These figures alone speak elo-
quently of the quantitative importance of 
employment in this sector. This import-
ance stems from recent developments 
which are continuing to have a strong 
effect on the various branches of activity 
which comprise the banking sector. 
The experts and members of the 
profession agree that employment in 
banking increased sharply between 
1975 and 1985. During this decade the 
sector as a whole created 420 000 new 
jobs representing an overall growth rate 
of 22.5% in the Community as a whole. 
This growth rate was, however, more 
pronounced at the beginning of the pe-
riod, slowing down after 1982/83 to give 
a figure of between 1 and 2% after 1984. 
The point to remember is therefore 
that between 1975 and 1985 employ-
ment in the banking sector experienced 
a strong growth in all the countries, 
growing at a faster rate than employ-
ment as a whole. 
A global approach does, however, 
have its limitations. These must be over-
come by means of a more thorough and 
qualitative examination of national data 
which serves to reveal certain irregulari-
ties within the sector's overall growth 
pattern. 
2. By virtue of the very fact of being 
aggregates, the global figures for the 
sector conceal quite a wide variation as 
regards the situation in the individual 
countries. 
In the Federal Republic of Germany, 
for example, the banking sector grew by 
'26% between 1975 and 1985. The aver-
age annual growth rate was 2.3% and, 
despite certain difficulties, there was no 
decrease during the last two or three 
years of the period. 
Spain on the other hand has seen a 
marked decrease in employment in the 
banking sector since 1980, falling from 
180 000 to 163 000 employees in 1985, 
representing an average decrease of 
1.8%. The United Kingdom, the Nether-
lands and Belgium are in line with gen-
eral trends for the sector but experi-
enced a degree of stagnation after 1983. 
3. National diversities should, how-
ever, be considered in relation to devel-
opments in types of bank as there are 
marked differences between types of 
bank in the same country. 
The network analysis for the Federal 
Republic of Germany shows a growth 
slightly below the national average for 
private banks ( + 1.7% per annum), aver-
age for the savings banks (+2.6%) and 
much sharper for the cooperative banks 
(3.8% per annum for the last 10 years). 
The atypical overall fall in employ-
ment in Spain (as indicated above) is 
reflected in all types of bank (except the 
foreign banks) and affects the less quali-
fied staff most seriously. 
In Belgium, although the network of 
banks affiliated to the ABB showed a 
classic growth pattern, the savings 
banks experienced a rapid expansion 
between 1978 and 1985 with an annual 
growth of approximately 6%. 
As for Italy, the network breakdown 
shows very strong growth rates for the 
popular and cooperative banks and the 
lowest rate for the national banks. 
In France, the analysis by network 
highlights the increasing share of net-
works other than the AFB (Crédit Agri-
cole, Crédit Mutuel and Caisses 
d'Epargne). There was a weak growth 
rate on the part of the AFB network and 
the big national banks while the other 
networks experienced strong growth 
between 1975 and 1978, this subse-
quently falling off in the case of the Crédit 
Agricole and the popular banks but be-
ing maintained by the Crédit Mutuel and 
Caisses d'Epargne until 1983. 
Synthesising the information appar-
ently serves to conceal the difficulties of 
interpretation. But although it is relatively 
easy to distinguish major trends in the 
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past, it is more difficult to propose pro-
spects for the future. The extrapolations 
proposed can, however, be considered 
as reasonably reliable owing to the 
number of serious studies available in 
this field. 
Employment prospects in the 
banking sector 
1. A number of limited extrapolations 
have been attempted on the basis of in-
formation obtained by the working party. 
One example is that of Mr Amin Rajan 
who submitted an extrapolation for the 
United Kingdom (with an average overall 
situation) which was treated seriously 
by the country's banking experts. He 
predicted a continued growth in the re-
gion of 2% per annum in the United 
Kingdom, on the basis of a linear extra-
polation of trends over the final three 
years of the reference period. Neverthe-
less, certain trade union representatives 
in the United Kingdom expressed re-
serve regarding such forecasts. They 
believe the country has broken with the 
mould of the past and that the average 
growth conceals important instances of 
staff cutbacks in the branch networks 
and certain administrative offices, plus 
downgradings owing to the hiring of 
more part-time staff and women. 
As regards overall prospects for the 
banking sector as a whole, there should 
be a weak growth, in the order of 1 % per 
annum, in keeping with recent trends. 
Yet, overall, it appears that there is a 
stronger tendency for growth in the sav-
ings and cooperative networks than in 
the commercial banks. It seems in ef-
fect, on analysing their respective situa-
tion in France, Belgium and the United 
Kingdom that the small- or medium-
sized banks generate many more jobs 
than the commercial banks. In this re-
spect the banking sector is perhaps 
prone to a phenomenon similar to that 
of industry where small- and medium-
sized enterprises create more jobs than 
the larger companies. This view is 
nevertheless contested by those who 
feel the future will bring a greater con-
centration of business in the hands of 
the larger banks, a trend which is invar-
iably accompanied by staff reductions. 
particularly in the functional depart-
ments and the administrative and com-
puting centres. 
Finally, the reasons for the growth of 
banks and employment in banks appear 
to owe more to the dynamism of the 
banks' internal policy than to the influ-
ence of the more general economic situ-
ation. René Eksl considers that this hy-
pothesis is a lesson of his own statisti-
cal study. Unlike Emil Kirchner who, in 
1983, in his report on 'the introduction of 
new technology = social conse-
quences in the banking sector' saw 
close relationships between employ-
ment in banks and the economic situa-
tion, René Eksl believes that levels of 
employment in the banking sector have 
little to do with the general economic cli-
mate. The very regular growth in the rate 
of employment in the banking sector 
compared with employment levels as a 
whole is, in his opinion, one of many in-
dicators of this. 
The growth in business activity 
would therefore appear to be the most 
reliable factor influencing the growth of 
employment in the banking sector. Yet 
despite the dynamism particular to each 
bank and its ability to generate business 
and increase its clientele, all banks are 
developing in a way likely to affect the 
relative importance of the various cate-
gories of personnel. 
2. Trends regarding employment in 
the banking sector affect the banking 
staff in different ways. 
There are certain tasks which are de-
creasing in importance, mainly relating 
to general administrative work, the post, 
the cash register and simple counter 
operations. The employees affected are 
therefore administrative staff, typists, 
cashiers and counter clerks. Whereas 
changes are introduced very gradually 
in the branches and without causing 
serious difficulties, in the administrative 
centres the increasingly commercial or 
managerial nature of the professional 
activities is more problematic. In gen-
eral, this poses a threat to all jobs re-
quiring no or few qualifications. 
The growth areas are commercial 
activity, customer advice, the handling of 
relatively complex files, activities involv-
ing the study and development of com-
puting projects and 'advanced' activities 
such as share management, financial 
engineering, venture capital etc. 
The skills required to perform these 
tasks are only partially available within 
the banks (training opportunities for the 
branch employees in advisory activities 
and commercial matters) and, whether it 
concerns computing experts or execu-
tives responsible for developing new 
services, the external recruitment of bet-
ter qualified persons will, in future years, 
become the main way of meeting needs 
in human resources. 
A modification of the structure of em-
ployment in the banking sector is there-
fore already under way. In fact, develop-
ments in the classification structures in 
certain countries already point very 
clearly to an increase in the proportion 
of executives and a decrease in unquali-
fied administrative staff. The analysis by 
coefficient over the 1981-85 period 
shows the rise in France of coefficients 
above 420 and a fall in coefficients be-
low 365. This reflects an overall pheno-
menon of increased qualifications. The 
introduction and development of data-
processing technology can be cited as 
being at the origin of this trend. 
The influence of 
data-processing technology 
Technological developments have a 
definite effect on employment although 
it is difficult to assess to what extent. Al-
though there are many studies on this 
subject they are often highly controver-
sial. This is why René Eksl warns us to 
treat the methods with circumspection, 
indicating that the effect of each innova-
tion must be studied by examining how 
it interacts with the market, the effects of 
the sector social policy, the methods of 
organization and trends in the qualifica-
tions required and available. 
On the basis of these preliminary 
observations, concrete information and 
well-founded assessments relating to 
the influence of the different categories 
of equipment on employment can be 
formulated. 
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Banking automata and their 
development 
A lot of networks anticipate the de-
velopment of self-service facilities 
thanks, initially, to automatic guichets 
(automatic tellers, self-service printing 
guichets). The consequence for employ-
ment is a reduction in the number of 
counter clerks and cashiers required. 
The potential replacement rate is in the 
order of 0.5 to 1 person per automaton. 
Mass computing applications 
When the applications have already 
been in existence for a number of years 
the impact on employment in the 
branches is low. There is simply a 
growth in the consulting aids and an in-
creasing transfer of data acquisition to 
the branches. Within the larger 
branches this data recording work is 
distributed on the basis of source re-
cording and incorporated in the counter 
work for example, hence the decrease 
or disappearance of these jobs. There is 
in any event a factor at work which en-
courages polyvalence and a decrease in 
purely administrative work in the 
branches (in the order of 0.2 to 0.5% of 
jobs per terminal, according to some es-
timates). 
When the degree of computerization 
is less advanced, the expected staffing 
economies are higher as a reduction in 
administrative staff and a reduced work-
load for the staff as a whole is expected. 
This phenomenon is even more marked 
in the case of a major branch with a 
wide range of services and which han-
dles a part of the files processing. 
In the administrative centres the new 
information processing systems all lead 
to savings on operational staff (filing, re-
gistering of data, simple administrative 
processing) and in the older centres the 
job losses are sometimes quite consid-
erable (as much as 20 to 30% of the 
total workforce). 
Office automation 
By this we mean the introduction of 
aids such as word processing, micro-
computers, delivery services. The im-
pact varies depending on the level of 
equipment already in use. 
Word processing should lead to a 
reduction of between 0.5 and 2 typists in 
the principal branches; as for the micros 
with their peripheral aids, certain predic-
tions estimate that they should reduce 
the work involved in the examination of 
files. But the potential savings will be 
largely absorbed by new products and a 
policy of decentralization with the 
branches undertaking activities previ-
ously concentrated in the regional or na-
tional centres. The various delivery ser-
vices reduce staff requirements in the 
large branches (category: messenger or 
clerk). 
The computing and telematics 
networks 
The situation varies considerably 
from one country to another (growth of 
home banking in France, for example, 
and of POS terminals in Denmark). 
Overall, the effects on jobs should not 
be felt until after 1990 and even 1995 in 
certain cases. Furthermore, the inexor-
able mechanism of staff reductions 
could be offset by the provision of addi-
tional services such as managing the 
accounts of SMEs or simulating tax cal-
culations. 
The creation of an interbank network 
reducing the use of cheques is, it is 
generally agreed, the event which is 
likely to have the most serious conse-
quences for jobs. It is improbable, how-
ever, that it will be achieved before 1990 
or even 1995. 
Overall, the technological factor in-
teracts very strongly with the growth in 
activities as a considerable number of 
new services rely on new technology 
such as the automata, terminals in the 
home or at points of sale and telematics 
services. Indirectly, information technol-
ogy is, by offering diversification and an 
ever increasing number of services 
through the network, a factor which 
creates business if not jobs. 
Conclusion 
The banking sector as a whole em-
ploys 2% of the active population in Eu-
rope and all the major networks expect 
to see considerable changes to their 
structure with the growth of automatic 
tellers and a diversification of their 
points of sale (limited service offices, 
specialized agencies depending on the 
needs of a particular clientele, back-up 
sen/ices for complex services). How-
ever, the effect of future reorganization 
or restructuring on employment is un-
certain, even if the trade unions express 
grave concern. Statistically speaking, 
the predicted growth in employment in 
the banking sector of the order of 1 % 
can be considered as weak. 
The development of commercial ac-
tivity will be the dominant factor affecting 
the development of the sector as a 
whole. Banks expecting to increase 
their business will increase staff as in-
creased productivity due to information 
technology applies to a lesser degree to 
the specialized services and the super-
vision of the commercial affairs of cus-
tomers. 
In this sense, all the banks are very 
careful to protect their volume of com-
mercial activity by offering additional 
services which are traditionally the pre-
serve of insurance companies or non-
banking financial services. 
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data-processing departments in the United 
Kingdom, Denmark and the Netherlands 
A comparative study 
The work of computer special-
ists is probably the one that best 
typifies the emerging occupations 
in the labour market. The occupa-
tional group has been growing rap-
idly for some years and shortages 
of supply are complained of in virtu-
ally all countries. The work of com-
puter analysts and related profes-
sions presents a number of positive 
features: it is brain-intensive, skilled, 
creative and not subject to strict 
rules of work. However, when 
looked at in greater detail, it ap-
pears that a number of changes are 
continuously taking place in the oc-
cupational group: while some skills 
are increasingly in demand, others 
are becoming obsolete, due to 
changes in technology and in the 
configuration of computing centres 
and networks. Work organization, 
while still presenting a range of dif-
ferent patterns, has become over 
time more structured. Some the-
ories put forward in the second half 
of the 1970s argued that growing 
division of labour in computing, to-
gether with the adoption of a more 
structured work organization and of 
tools such as structured program-
ming methods were inducing a pro-
cess of deskilling for a part of com-
puter staff and were introducing a 
number of taylorisme features in a 
hitherto rather individualist and 
creative type of work. 
A study carried out for the Com-
mission by three teams of research-
ers, in the United Kingdom, the 
Netherlands and Denmark respec-
tively1 throws some light on these 
issues, and particularly on the 
changing pattern of employment, 
on work organization and industrial 
relations, and on the relations be-
tween data-processing depart-
ments and their environment. It is 
based on surveys and case studies 
in data-processing departments 
belonging to firms in both industrial 
and services sectors, including cen-
tral and local public administration. 
The labour market for EDP staff 
Data and information on labour mar-
ket characteristics of EDP staff, as pro-
vided by the study, cannot be general-
ized, since they refer to limited samples 
in each country. They provide, however, 
some indications on how the labour 
market is changing and on the differ-
ences between countries. First, it ap-
pears that the labour market for DP pro-
fessionals, though characterized by a 
long-term shortage, is subject to fre-
quent fluctuations, due in some cases to 
demand-side factors, such as periods of 
collapse of computer services firms or 
recessions (this occurred in the UK in 
the early 1970s and again in the early 
1980s), in other cases to temporary ad-
aptations of supply (e.g. in Denmark in 
the early 1980s, when the output of 
newly created educational qualifications 
made itself felt on the market). At the 
time of the survey, the labour market 
was again tight in the UK and Denmark, 
while in the Netherlands there appeared 
to be a large supply of educated, albeit 
inexperienced, staff. 
The labour market for DP staff is, 
however, far from being homogeneous. 
Broadly speaking, it comprises a seg-
ment of skilled and highly skilled jobs, 
which can be classified under the head-
ing of system developers (analysts, pro-
grammer/analysts and programmers); at 
the other end of the spectrum, there are 
the relative unskilled and routine jobs of 
operators and data-preparation staff. 
The proportion of system developers is 
similar across countries (between 45 
and 49%) and their numbers are still 
growing rapidly, though with some inter-
nal redistribution between job titles. 
Data-preparation staff are declining rap-
idly everywhere, although they still ac-
count for a much higher share in the UK 
than in the other countries: the authors 
argue that this may be due to a more 
readily available and cheaper source of 
labour for these jobs in Britain, since 
these are predominantly women's jobs. 
The decrease in numbers of data-pre-
paration staff is related to the spread of 
on-line systems and the direct entry of 
data from the users. Similarly, operators, 
who used to be those who ran the com-
puters, are declining in importance and, 
in some countries, also in numbers, 
mainly due to the fact that batch sys-
tems are being phased out by real-time 
processing. Moreover, what remains of 
their job is monitoring, changing data 
tapes and loading paper, i. e. rather low-
skilled and routine tasks. Thus there is 
an overall upgrading of the structure of 
qualifications, as lower-level tasks are 
either transferred to other parts of the 
organization or automated out of exis-
tence. 
The change in the structure of quali-
fications is facilitated by the relatively 
high turnover of DP staff: turnover for all 
occupational groups, except administra-
tive staff, is higher than 10% per year, 
while new staff are recruited mostly from 
outside the organization, particularly as 
concerns analysts and programmers. 
Turnover is higher in small installations 
and is above average in the Danish pu-
blic sector, due to its lower salaries 
when compared with private firms, and 
in the Dutch public sector for system an-
alysts; on the other hand, in the UK, 
turnover is lower in the public sector, 
possibly indicating that training and ca-
reer prospects overcome the disadvan-
tages due to lower salaries. 
What are the characteristics of the 
employees in DP departments? First, 
they are predominantly men, at least in 
the more qualified jobs: there are virtu-
ally no women among DP managers 
(3% in the UK, 1% in the Netherlands; 
data by gender on Denmark are not 
availabler); the share of women in-
creases as the grade decreases 
(women account for between 11 % and 
15% of systems analysts, and between 
21 % and 26% in the programmer cate-
gory); while at the lowest level, i.e. data-
preparation staff, women make up 100% 
of the workforce. As far as education 
is concerned, in all countries only a very 
low proportion was found to have a 
1 Work organization and industrial relations in 
data-processing departments. A comparative 
study of the United Kingdom. Denmark and the 
Netherlands, by A. Friedman, J. Horlück, H. 
Reglering, B. Riesewi|k, Luxembourg, Office for 
Official Publications of the European Communi-
ties, forthcoming, 1988. 
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computer science degree (ranging from 
2 to 8% for analysts). This can be partly 
attributed to the fact that in the past 
many entered the computer field by ac-
cident, rather than by design. However, 
even DP managers do not strictly expect 
their staff to have specific training in 
computer science: many require ana-
lysts and analysts/programmers to have 
had a university degree but not neces-
sarily in the specific subject. In this re-
spect, Dutch firms are more strict about 
formal requirements and the general ed-
ucation level is also higher among 
Dutch DP professionals (e. g. only 21 % 
of analysts have no degree), while in thé 
UK half of analysts have no degree and 
are not even expected to have one. Pro-
grammers are mostly not expected to 
have a degree, although in the Nether-
lands they are required to have a lower 
level computer science qualification, 
and operators have in general a much 
lower education level, although, surpri-
singly, a not insignificant proportion in 
the UK have computer science degrees. 
All in all, the gap between required and 
actual education is not very wide: only 
in the Netherlands do managers require 
more analysts with computer science 
degrees than they can find, while in the 
UK the actual level of education in some 
job categories is somewhat higher than 
that expected. System analysts and sys-
tem programmers appear to be the two 
categories with the highest attachment 
to their job: most were found to have 
more than five years' experience. At the 
other extreme, programmers were found 
to have generally short experience, 
probably indicating that the job of pro-
grammer is a common entry-level posi-
tion, leading to 'higher' jobs as the ca-
reer develops. There are significant na-
tional differences in this respect, as in 
the Netherlands DP staff have on aver-
age much lower length of service in the 
job than in the other countries. 
Work organization 
The second aspect of DP work ana-
lysed by the study is work organization 
and industrial relations. Two criteria are 
used to examine changes in work orga-
nization: one is the degree of division of 
labour in DP departments, the other is 
the degree and type of management 
control over the work of the department. 
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Growing division of labour in DP depart-
ments has been considered by some 
authors as an indicator of the progres-
sive deskilling of certain DP occupa-
tions: this would apply particularly to the 
division between analysis and program-
ming. According to these arguments, 
whereas in the early years computing 
analysis and programming were not 
separate functions, programmers have 
become over time mere program coders 
executing instructions and translating 
them mechanically into specialized ter-
minology. Now the authors of the pres-
ent study did not find much evidence in 
support of the deskilling hypothesis: an-
alysts and programmers are most often 
separate roles, except in Denmark 
where a frequent career path for pro-
grammers is to become programmers/ 
analysts or analysts without totally 
changing functions, but the organization 
structure rarely separates analysts from 
programmers. Work is mostly organized 
in teams and there is no clearcut divi-
sion between the conceptual work of 
analysts and the execution work of pro-
grammers. This is particularly true in 
Denmark and is becoming increasingly 
true in the UK, while the Netherlands 
presents a much stricter official separa-
tion of tasks, leading the authors to 
argue that this may be the only country 
among those examined where the des-
killing hypothesis receives some sup-
port. Similarly the Netherlands is the 
only country where development and 
maintenance tasks are often carried out 
separately, while the opposite was 
found in Denmark and the UK. On the 
other hand, a clearcut division which 
emerges in all countries is that between 
systems and applications programming: 
this is deemed to be related to the gen-
eral deepening of the division between 
technical and user-oriented tasks, with 
applications programming becoming 
more and more part of the latter activi-
ties. 
The other dimension of work organi-
zation is the form and degree of ma-
nagement control. Three 'models' of ma-
nagement control are put forward as hy-
potheses to be tested in the study, i. e. 
task-instructive direct control, personal 
supervision, and restrictions by stand-
ards. The first, namely task-instructive 
direct control, consists in giving detailed 
instructions, broken down into short 
tasks, and controlling the product or fol-
lowing up on written records, such as 
worksheets. This method is widely used 
in the UK and in the Netherlands but 
much less in Denmark, However, work-
sheets are not only used for controlling 
performance, but also for accounting 
purposes and for charging users for the 
actual time spent on each project. The 
latter utilization emerged as being the 
dominant purpose in the majority of 
cases, in so far as this monitoring 
method was not used in formal em-
ployee evaluation. The second method 
is personal supervision, i. e. personal-
ized monitoring of the work being per-
formed through clearance with senior 
staff, walkthroughs or reviews, or in-
spections using formalized checklists. 
This method is also widely used, again 
¡ess in Denmark than in the other two 
countries, with much more reliance on 
personal contacts than on formal in-
spections. Finally, the supposedly most 
constraining form of control is restric-
tions by standards. This implies the use 
of standards, methods and techniques 
developed throughout the 1970s as a 
means for increasing productivity. Struc-
tured programming has been seen by 
some authors also as a means for de-
skilling, as it creates the possibility for a 
strict division of work and for making 
programs not dependent on any particu-
lar person's knowledge or skills. The 
use of structured methodologies be-
came increasingly popular in the 1970s, 
but results were often disappointing and 
they appear to be losing ground in the 
1980s. In the national surveys, these 
methods were found to be widely used, 
although in the UK, where several sur-
veys were carried out over time, their 
use is rapidly declining. However, what 
was most often found to be in use was a 
selected set of tools, rather than struc-
tured techniques covering all activities 
in the analyses and design phases. In 
other words, a number of programming 
tools and standards have come into use 
as 'good practice', but they do not ne-
cessarily imply the full adoption of re-
cognized methodologies. Also in this 
case, national differences are apparent, 
with Dutch DP departments more strictly 
using and enforcing formalized metho-
dologies, while in Denmark such tech-
niques are used rather selectively and 
are most often not treated as compul-
sory. Overall, the authors conclude that 
there is no clear evidence supporting 
the hypothesis of growing divisions of 
labour, progressive deskilling and stric-
ter control over the work of DP profes-
sionals. The only country where such 
features are more apparent is the Neth-
erlands, while Denmark appears to be 
the country where DP professionals 
have by far the highest degree of free-
dom in organizing their work. 
The degree of unionization of DP 
staff emerged as not very high, but 
probably higher than might have been 
expected: precise quantitative data were 
obtained only for the United Kingdom, 
showing that some 50% of staff are un-
ion members, the percentages being 
the highest for lower-grade staff (opera-
tors and data-preparation staff), in large 
installations and in the public sector. In 
general, unionization level among com-
puter staff reflects the level of unioniza-
tion in the rest of the firm. National differ-
ences in the pattern of industrial rela-
tions are noticeable also in this sector: 
as an example, in the Netherlands, 
where the degree of unionization of DP 
staff is estimated to be rather low, com-
puter professionals are nevertheless 
tied to company-wide wage grade or 
classification scales. In any event, the 
authors conclude that, even where un-
ionization is relatively high, there is a re-
luctance of computer people to use 
trade unions as a means to achieve their 
ends. Other means, such as faster ca-
reers through internal labour markets, 
mobility, professional associations and 
even setting up their own companies 
may be considered more effective in 
achieving these ends. 
DP departments and their 
environment 
The third aspect of DP work ex-
amined in the study concerns the rela-
tions with top managers and users, i. e. 
the external environment and the degree 
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of autonomy of DP departments. In gen-
eral, the degree of autonomy of DP de-
partments in organizing their work and 
dealing with their staff appeared to be 
rather high. A significantly large propor-
tion of DP managers report only to fin-
ance directors and most personnel de-
cisions are taken entirely or predomi-
nantly within the department, except for 
decisions concerning lay-offs and staf-
fing levels. DP departments are also rel-
atively insulated from conditions on the 
product market: there has been a tend-
ency for DP departments to expand — 
and occasionally to contract — inde-
pendent of product market conditions 
facing the organization. However, there 
is a kind of internal market for the ser-
vices of these departments. The rela-
tions between them and user depart-
ments in the same organization can be 
made to operate more or less like mar-
ket relations. In the 1980s the power re-
lations between DP and user depart-
ments has moved in favour of the users. 
First, users have become more involved 
in the systems development process. 
This was found to occur in all three 
countries, at least as regards identifying 
opportunities, specifying payoffs and 
participating in project steering commit-
tees. Much less user involvement was 
found in detailed project management. 
Secondly, market-like relations have 
been created by charging users for ser-
vices and treating DP departments as 
profit centres. In the surveys, about half 
of DP departments charged users for 
services, the percentages being higher 
in the Netherlands and, for all countries, 
in larger installations. Likewise, just over 
half of the data-processing managers 
reported that users employed outside 
computer services firms in the UK and 
Denmark, but only around a third did so 
in the Netherlands. This recourse to ex-
ternal suppliers largely applies to spe-
cialized services which could not be 
rendered by internal DP, but also long 
delivery dates and lower cost of bought-
in solutions were mentioned as rea-
sons. The market-like relation operates 
also the other way around, in so far as 
DP departments sell services to external 
customers. However, this generally ac-
counts for a tiny proportion of the bud-
get of the departments. These factors, 
together with the trend towards distri-
buted systems development, mean that 
a greater number of central DP staff be-
come involved in the provision of con-
sultancy and technical support to users, 
and that users' needs become an in-
creasingly important factor in the envir-
onment in which DP departments op-
erate. The authors conclude that these 
changes in the environment are of im-
portance in influencing the way in which 
DP work is organized. In a way, DP ma-
nagers find themselves facing problems 
of continuing labour shortages while, at 
the same time, the environment in which 
they operate is becoming more de-
manding. This would account for the 
rather high degree of flexibility and the 
wide range of work organization and 
managerial practices found in the differ-
ent countries. 
A. S. Piergrossi 
Machine-tool industry and vocational training 
In the framework of the Eurotec-
net programme, launched by the 
Commission of European Commu-
nities in 1985, which is related to 
new information technologies and 
vocational training, a Specialized 
Working Party concerning the train-
ing dimensions of technological 
penetration in robotics and CNC 
machines was held in Maastricht on 
11 and 12 September 1987. As a 
presentation of this working party, 
here is an extract of the final report. 
Development of new 
information technologies in 
the metalworking industry 
This section deals with a number of 
developments and facts regarding the 
metalworking sector in general and the 
machine-tool industry in particular. 
At the beginning of the 1980s Eu-
rope still faced an economic recession. 
In numerous companies in the metal-
working sector dismissals were often 
unavoidable and in many cases the re-
cession caused the downfall of compan-
ies. However, the current economic re-
vival is accompanied by a rapid renewal 
of production processes. The introduc-
tion of new technologies in metalwork-
ing industries is of vital importance for a 
number of reasons: 
(1)The competition with technological 
and economic superpowers such as 
the USA and Japan requires the sup-
ply of high-grade products at a low 
price. 
(2) The labour-intensive production pro-
cesses in Europe can only be com-
petitive with· low-wage countries by 
means of new information technolo-
gies and the supply of high-grade 
products. 
(3) This enables flexible production. The 
current market demands a rapid 
switch to new products. 
(4) It leads to a reduction of the produc-
tion costs and time. The introduction 
of new information technologies im-
plies a further reduction of labour 
costs in the product's cost price. 
What are exactly these new 
technologies ? 
(i) CNC (computer numerically con-
trolled) machines. CNC means the 
control of a machine-tool by a com-
puter. CNC-controls in metal-remov-
ing machines have already been ap-
plied on a large scale in big indus-
tries as well as in the small and me-
dium-sized companies. CNC is also 
increasingly used in other than me-
tal-removing production equipment. 
(ii) CAD (computer aided design/draft-
ing) systems. CAD means the use of 
a computer in creating, modifying 
and reflecting a design. After a slow 
start these CAD-systems are increa-
singly applied by industries; orí the 
one hand because of the increased 
possibilities of software and on the 
other hand because of lower prices 
of more powerful hardware. 
(iii) CAD/CAM-l/nkages. This applies to 
the integration of computers in the 
total cycle from design to manufac-
ture of a product. CAD/CAM-lin-
kages are applied on a modest 
scale. Products can be manufactured 
quickly and efficiently with the help 
of CAD. 
(iv) Robotics. This stands for the use of 
computer-controlled operating in-
struments (manipulators) or arms to 
automate a variety of production op-
erations. These production opera-
tions mostly apply to welding, mate-
rials processing, spraying and as-
sembling. 
(v) FMS (flexible manufacturing sys-
tems). With these systems it is pos-
sible to meet the requirement of flexi-
ble and efficient production in an 
optimal way. FMS in its optimum ver-
sion has only been put into practice 
in a few places in Europe. 
The introduction of these new infor-
mation technologies has far-reaching 
consequences for both organization and 
workers. According to various reports 
and indications in the European Com-
munity, the application of these new in-
formation technologies will be wides-
pread in the period 1986-90. However, 
the introduction of complex technolo-
gies such as FMS has up to now been 
restricted to a number of demonstration 
projects, financed by large industries 
and/or the government. 
Investment in, for example, FMS will 
rise from USD 60-70 million in 1984 to 
approximately USD 500-750 million at 
the beginning of the 1990s. 
It is particularly interesting to com-
pare how the development of new infor-
mation technologies is spread between 
the categories small, medium-sized and 
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large industries in the metalworking 
sector in Europe. 
Generally in large companies auto-
mation is often imposed and introduced 
from the top. In many cases automation 
experts have been found to determine 
how automation has to be approached. 
These people are often external experts 
who are not acquainted with the com-
pany's specific knowledge and culture. 
Others involved in processes of au-
tomation and alteration are recruited 
from existing staff, in which case usually 
the younger workers are in the majority. 
Older workers often feel threatened by 
the pace at which automation pene-
trates their working environment. The 
middle management often consists for a 
large part of older workers who became 
head of a department in the traditional 
situation, from turner through to, for ex-
ample, foreman. The situation in which 
the heads of department have more 
knowledge and often also more skills 
than their workers has changed drasti-
cally. They are confronted with new 
technologies which are often picked up 
much faster by younger workers. The 
way in which leadership is handled has 
to change; the head has to manage the 
department, learn to delegate respon-
sibilities, etc. This is one of the reasons 
why large (multinational) companies 
make use of implementation plans, in 
which in-house, internal training plays 
an essential role. 
The introduction of new information 
technologies in small and medium-
sized enterprises is often essentially dif-
ferent. In this case the introduction of 
new information technologies is often 
restricted to the purchase of advanced 
equipment, such as a CNC-machine. 
Actually there is no time for proper train-
ing so a worker is sent to attend the 
standard course which is always sup-
plied with the equipment and which 
takes two to three days. And this seems 
to solve all problems. After a lot of 'trial 
and error' an acceptable working 
method will be created. In short, in the 
introduction strategies the social/orga-
nization aspects often do not get the at-
tention which they should get. 
Generally in the metalworking indus-
try there seems to be a great variety in 
the introduction of new information tech-
nologies. Various introduction strategies 
are applied. Industries are often forced 
to fit in the introduction very quickly with 
their company policy in order to survive. 
This is often accompanied by imple-
mentation problems and great pressure 
of time. In this context training increa-
singly assumes a more important func-
tion. 
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Diagram1 
application CAD/CAM 
now: 
1989-94: 
application robotica now: 
1989-94: 
application FMS now: 
1989-94: 
Small 
100 e 
2% 
15% 
5% 
20% 
0% 
10% 
company 
npl. 
Medium-sized 
company 
100-150 empi. 
8% 
35% 
12% 
35% 
4% 
25% 
Large company 
500 empi. 
50% 
90% 
45% 
83% 
65% 
96% 
' From lhe report 'Recent trends in flexible manu-
facturing' of the Economic Commission for Eu-
rope ol the United Nations. 
These figures give an idea of the ap-
plication of the abovementioned new in-
formation technologies now and within 5 
to 10 years. 
Especially in the large European in-
dustries the introduction will take place 
very quickly, whereas the smaller and 
medium-sized companies cannot quite 
measure up to this pace. 
Some problems involved in 
the introduction 
This section constitutes a synthesis 
of the information extracted from the 
workshop sessions held in Maastricht in 
September 1987. Problems involved in 
the introduction of new information tech-
Copyright Rudman/R.E.A. 
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nologies were exhaustively discussed, 
problems which hamper the rapid and 
widespread penetration of technologies 
in the metalworking industries. 
First of all there are the technical 
problems which in many cases cannot 
be ignored and in fact achieve a great 
deal of attention. There still are enor-
mous interface problems; how to gear 
various hard- and software components 
to one another in a 100% automated 
production environment. At present, this 
is often not feasible. For the time being 
completely unmanned, flexible produc-
tion is still in the realms of future pros-
pects. FIAT in Italy, however, has al-
ready achieved the completely auto-
mated production of car engines. 
Furthermore there are social and or-
ganizational problems. The work situa-
tion for people involved can change in a 
number of ways: 
(i) the intensity of the job increases; 
(ii) a growing isolation of workers; peo-
ple are tied to a terminal or a pro-
duction machine and hardly have 
time for social contacts; 
(iii) the decreasing mobility forces them 
to change their attitude. You work 
with your head instead of your 
hands! Workers find themselves 
confronted with expensive equip-
ment for which they are responsible, 
but which at the same time involves 
such a quick process and little room 
for interference that in the longer 
term this situation is likely to cause 
stress. Consequently an increased 
risk of damage is inevitable; 
(iv) traditional methods disappear and 
are replaced by a more process-
oriented approach of production; 
(v) (manual) skills become less import-
ant whereas abstract thinking, 
knowledge and understanding the 
process become more important; 
(vi) recognizing bottlenecks in the pro-
duction process and anticipating · 
and preventing them becomes in-
creasingly important; 
(vii) in many cases investment in equip-
ment is so high that an optimal ca-
pacity utilization is a condition for 
the justification of the investment. A 
widely used solution to this problem 
in the metalworking industry in var-
ious European countries is to work 
shifts and create combined part-
time jobs. 
In a number of cases alterations in 
the work situation will be so radical that 
automatically new sets of tasks will be 
created. There are various new occupa-
tions in the European metalworking sec-
tor, e. g. 'computermechanic'. 
All the above implies that workers 
will have to meet other requirements. 
These are known as process-depend-
ent and process-independent occupa-
tional qualifications. Examples of pro-
cess-dependent qualifications: 
(i) CNC-ISO programming knowledge; 
(ii) ISO sign norms; 
(iii) quality standards. 
Examples of process-independent 
qualifications: 
(i) ability to think logically; 
(ii) solving problems; 
(iii) planning; 
(iv) flexibility; 
(v) basic knowledge of new technolo-
gies. 
Those present at the 'specialized 
working party' agreed on the fact that 
the process-independent qualifications 
are increasingly of vital importance. 
During the workshop industrial ex-
perts indicated that a lack of thoroughly 
trained people at all levels is the most 
important barrier for further introduction 
of new information technologies at this 
moment. Suppliers often recognize this 
and offer all sorts of expensive equip-
ment at very favorable conditions to ed-
ucational institutes in their eagerness to 
familiarize students with new technolo-
gies. The discussion shows that a lack 
of knowledge can be distinguished at 
four levels; 
(i) Managers who have too little know-
ledge of the implication which new 
information technologies can have 
for their company. This could lead to 
a bad automation policy. 
(ii) Production engineers still have in-
adequate knowledge of the techni-
cal possibilities of new information 
technologies and this is the reason 
why they do not make the most of 
all sorts of high-tech solutions. 
(iii) The maintenance operator should 
have knowledge of conventional as 
well as of modern techniques. At the 
moment this proves to be insuffi-
ciently present within the industries. 
(iv) There is also a great shortage of 
well-trained operators. 
Metalworking industries in all Com-
munity Member States have an increa-
sing need for workers with different or 
new (supplementary?) knowledge, skills 
and attitudes. 
There are shortages of skills at all le-
vels in the metalworking industries. Up-
grading is necessary. This means an 
enormous challenge to the entire educa-
tional system; from youth education to 
adult education, from technical and vo-
cational training, retraining to higher ed-
ucation. 
It is through programmes such as 
Eurotecnet that operators and decision-
makers in Member States can be made 
aware of innovative ideas and practices 
elsewhere in the Community. The con-
stant comparison and exchange of ex-
perience on training and human re-
source issues in key sectors such as 
the metalworking industry is an import-
ant element in the Commission's ap-
proach to stimulating improvement and 
change in training of people and resell-
ing industry. 
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Network on the implementation of the 
Equality Directives 
Summary of consolidated report for 1987 
At a meeting in December 1986 
it was agreed that the network 
should draw up a report in 1987 on 
certain issues relevant to the 
implementation of the Equality Di-
rectives, particularly indirect discri-
mination, equal value, collective 
agreements, positive action and the 
problem of the burden of proof. It 
was further agreed that priority 
should be given to work on the is-
sues raised by the burden of proof. 
The burden of proof 
Following the call by the European 
Parliament in May 1984 to reverse 'the 
rules on the burden of proof' and the 
Medium-term Community programme 
on equal opportunities for women 
(1986-90) the network considered the 
current position on the burden of proof 
in the laws of Member States, both in 
the context of discrimination law and in 
the context of the law generally. 
It was found that in at least three 
Member States the position had already 
developed whereby the employer would 
have to discharge some or all of the 
burden of proof in discrimination cases. 
Furthermore, in other areas of the law of 
most Member States there were exam-
ples of cases in which the respondent 
or defendant would have to discharge 
some evidential burden. 
The network therefore recom-
mended a two-stage procedure, under 
which the applicant would first have to 
establish a presumption of discrimina-
tion (or a prima facie case), and the em-
ployer would then have the onus of dis-
proving the alleged discrimination or 
justifying it under the terms of the Equal-
ity Directives. There should also be a le-
gal obligation on employers and third 
parties to disclose relevant information 
to employees who are taking legal ac-
tions. 
Indirect discrimination 
The network found that there was no 
definition of indirect discrimination in 
any Member State except the United 
Kingdom and Ireland. It was further dis-
covered that in some Member States 
the concept of indirect discrimination 
was not explicitly applied in laws imple-
menting the Equality Directives. 
It was therefore recommended that a 
Community-wide definition of indirect 
discrimination should be made avail-
able, which might include the following 
elements: 
(a) there is a requirement, practice or 
condition of employment; 
(b) this is not necessary or objectively 
justifiable; and 
(c) it has a disproportionate adverse im-
pact on the members of one sex or of a 
particular marital or family status. It was 
also recommended that the Commis-
sion ensure that all Member States have 
fully applied the concept of indirect'dis-
crimination to all relevant areas. 
Equal value 
Although all Member States have 
some provision for the right to equal pay 
for work of equal value, there are still 
problems. Some of these are evidenced 
by the fact that, in many Member States 
no or virtually no cases are brought in 
the courts in which equal value is raised. 
The network recommended that: 
(a) there should be a re-examination of 
the concept of 'equal value' to ascertain 
whether courts and tribunals have suffi-
cient guidance as to how job value 
should be measured or jobs compared 
for these purposes, and to ensure that 
job classification is not used so as to 
discriminate, directly or indirectly; and 
(b) equal pay claim procedures should 
be reviewed to ensure that they do not 
amount to an impediment to the princi-
ple of equal pay for work of equal value. 
Collective agreements 
The researches of the network re-
vealed that in a number of Member 
States discriminatory collective agree-
ments and arbitration awards, or collec-
tive agreements or awards with an ad-
verse impact on women, cannot easily 
be challenged by affected persons. This 
may not necessarily be in breach of the 
Directives, but it makes the full imple-
mentation of their policy difficult. 
The network recommended that, in 
each Member State, a system of chal-
lenging discriminatory collective agree-
ments should exist which permits both 
individual and collective challenge — 
i. e. by individuals affected and by trade 
unions and other representative groups. 
It is also recommended that the institu-
tion to which challenges/claims are 
brought should have the power to 
amend or adjust collective agreements 
which are found to be discriminatory. 
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Positive action measures under Community and dom- than is sometimes supposed. The Com-
estic law than would seem to be indi- mission is already urgently promoting 
From the reports of members of the cated by existing schemes. Also, there positive action programmes, and these 
network, it appeared that there is much are far fewer Impediments to positive ac- initiatives are strongly supported by the 
more legal scope for positive action tion under constitutional or basic law network. 
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Inter-university cooperation programmes in 
the second year of Erasmus 
'Si je devais recommencer, je le 
ferais par l'éducation.' This adage 
of Jean Monnet, one of the founding 
fathers of the task of European un-
ification after the Second World 
War, has been readily quoted in re-
cent years to express the idea that 
the success of all the endeavours 
towards unification does not de-
pend on economic integration 
alone, but that education too must 
make an important contribution to 
this. 
In this connection, the convic-
tion has grown that in order to 
maintain and enhance the competi-
tiveness of the European Commu-
nity on world markets and to create 
a people's Europe, great efforts 
must be made to put the available 
intellectual potential to better use 
and, in particular, to produce more 
graduates with first-hand experi-
ence of living and working in other 
countries of the Community. 
Basic conditions of the Erasmus 
programme 
In view of these requirements, the 
Council decided in June 1987 to launch 
the Erasmus programme (action 
scheme for the mobility of university stu-
dents). The goals of this programme, as 
stated in the Council Decision' are the 
following: 
(i) to increase substantially the number 
of university students2 undertaking 
an integrated period of study in an-
other Member State, in order that the 
Community may draw on an ade-
quate supply of manpower with di-
rect experience of the economic and 
social life of other Member States; 
(ii) to promote wide-ranging and inten-
sive cooperation between the uni-
versities of all the Member States; 
(iii) to harness the intellectual potential 
of the universities in the Community 
by means of increased mobility of 
teaching staff, thereby improving the 
quality of the education and training 
provided by the universities with a 
view to securing the competitiveness 
of the Community in the world mar-
ket; 
(iv)to strengthen the interaction be-
tween citizens in different Member 
States with a view to consolidating 
the concept of a people's Europe; 
(v) to ensure the development of a pool 
of graduates with direct experience 
of inter-Community cooperation, 
thereby creating the basis upon 
which intensified cooperation in the 
economic and social sectors can de-
velop at Community level. 
The Erasmus programme cannot be 
regarded as a separate entity, but is to 
be considered in the context of and as 
an extension to a series of Community 
initiatives in the field of education, which 
include, inter alia, the Community action 
programme on cooperation between 
universities and enterprises in the field 
of technology (Comett), the Science pro-
gramme designed to stimulate coopera-
tion and exchange in the field of 
science, in particular by making grants 
available for research, as well as the var-
ious programmes which the Community 
is currently implementing or developing 
in fields such as, for example, the mobil-
ity of young people, the improvement of 
language teaching or the introduction of 
an increased Community dimension 
into the curricula. In addition, the various 
other measures which are currently be-
ing implemented with regard to the crea-
tion of a people's Europe must be con-
sidered in this context. 
Owing to their transnational dimen-
sion, the Erasmus and Comett pro-
grammes, and the specific projects car-
ried out in the context of these pro-
grammes, represent an important step 
towards the achievement of the internal 
market. Erasmus will on the one hand 
contribute to increasing the competitive-
ness of enterprises by placing the em-
phasis on the promotion of a larger 
number of students having had first-
hand experience of other Member 
States in the course of their studies and 
who are better qualified thanks to their 
knowledge of languages and other cul-
tures and on the other hand consolidate 
the provisions in favour of the free 
movement of persons through mea-
sures designed to facilitate academic 
recognition of diplomas. 
The Council allocated a budget of 
ECU 85 million for the first three-year 
phase of the Erasmus programme 
(1987/88: ECU 10 million, 1988/89: ECU 
30 million, 1989/90: ECU 45 million). 
The inter-university cooperation 
programmes 
The so-called inter-university coop-
eration programmes hold a central posi-
tion within the Erasmus programme. The 
Commission grants subsidies to uni-
versities in various Member States wish-
' 87/327/EEC Decision of 15 June 1987 (OJ L 166. 
25June 1987, p. 20-24). 
' In the context of the Erasmus programme, the 
term 'university' shall be used to cover all types 
ol post-secondary education and training esta-
blishments which offer, where appropriate 
within the framework of advanced training, qual-
ifications or diplomas of that level, whatever 
such establishments may be called in the Mem-
ber States. 
75 
SOCIAL EUROPE 
Copyright: Marc Deville/Photo News 
ing to set up university cooperation pro-
grammes with one another involving 
one or more of the following types of 
cooperation: 
(i) student mobility programmes; 
(ii) teaching staff mobility programmes; 
(iii) joint development of new curricula; 
(iv) intensive programmes. 
Inter-university cooperation pro-
grammes should comprise cooperation 
organized with a long-term perspective 
during which the cooperation activities 
should be engaged in on a regular ba-
sis. Without underestimating the import-
ance of the initiatives taken by individual 
university lecturers in organizing inter-
university cooperation programmes, this 
involves a form of organized coopera-
tion under the responsibility of the parti-
cipating universities. In general, accords 
or partnership agreements are con-
cluded between departments, faculties 
or universities. Generally speaking it is 
true to say that the Commission gives 
preference to the programmes where 
the cooperation is reciprocal, which 
does not, however, necessarily mean 
exact symmetry in the cooperation activ-
ities. 
Support is, in principle, not provided 
for cooperation in research, or adult and 
further education, not because these 
areas are considered less important, but 
because they are covered by other 
Commission programmes. 
Before the adoption of the Erasmus 
programme, the Commission granted 
subsidies from 1976 to 1986 for the de-
velopment of joint study programmes in 
the context of a pilot project and in so 
doing has already gained important ex-
perience in the field of cooperation be-
tween universities. 
The bulk of the funds earmarked for 
the inter-university cooperation pro-
grammes is intended for student mobil-
ity programmes and for teaching staff 
mobility programmes. All the student 
and teaching staff mobility programmes 
receiving financial support from the 
Commission form part of the European 
university network (Action 1 of the Eras-
mus programme). 
The student mobility programme 
grants are earmarked for universities 
which introduce programmes giving the 
students of a particular university the 
opportunity of studying for a period at a 
university of another Member State, 
which is fully recognized by the home 
university when granting the diploma or 
in the final examinations of the students 
concerned, irrespective of which field of 
study and which level of study (up to the 
final examination for a doctorate) is in-
volved. The study period spent in an-
other Member State must be of a sub-
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stantial duration (as a rule, a minimum of 
a term or semester, under no circum-
stances however less than three 
months). 
The students involved in inter-uni-
versity cooperation programmes receiv-
ing support take priority in the allocation 
of student mobility grants (Action 2 of 
the Erasmus programme). The student 
grants are divided between the Member 
States according to a distribution key 
and are in general granted by national 
award authorities taking into account the 
priority for students involved in the inter-
university cooperation programmes.' In 
addition, in most Member States, there 
are limited possibilities for individual 
students outside the inter-university 
cooperation programmes. 
The subsidies for teaching staff mo-
bility programmes are earmarked for 
universities which introduce pro-
grammes in the context of which teach-
ing staff of one university are given the 
opportunity of teaching at a partner uni-
versity in another Member State. Priority 
is given to those programmes in the 
context of which the guest lecturers 
make a substantial contribution to the 
regular teaching programme of the host 
university and the teaching should in 
general last for a minimum of one 
month. 
In the context of Actions 3 (mea-
sures to improve academic recognition) 
and 4 (complementary measures), the 
universities have at their disposal, in ad-
dition to the other components of the 
programmes provided for under these 
actions, limited possibilities for the 
promotion of the joint development of 
new curricula and intensive pro-
grammes: 
(i) The grants are on the one hand in-
tended for universities in different 
Member States which intend to de-
velop new curricula jointly. The goal 
must always consist in introducing 
the jointly developed curricula in all 
the participating universities. Pro-
jects which relate to the joint devel-
opment of complete courses of 
study are given preferential treatment 
by the Commission. 
In addition, assistance may be pro-
vided for universities in different 
Member States which implement 
common short intensive teaching 
programmes at which students and 
teaching staff from different Member 
States of the European Community 
meet. This type of programme must 
be carried out as a full-time pro-
gramme, lasting between one week 
and one month. In assessing the ap-
plications for support for intensive 
programmes, the Commission attri-
butes particular importance to both 
the number of students participating 
and the contribution which the pro-
gramme can make to the intensifica-
tion of closer cooperation between 
the participating universities. In this 
respect, preference is given to pro-
grammes which are really 'multina-
tional' as regards the students and 
teaching staff involved, as well as to 
programmes which have a specific 
theme which is not normally taught 
by any of the participating universi-
ties. 
In addition to the subsidies for in-
ter-university, cooperation pro-
grammes and the mobility grants for 
students, there is, in the context of 
Erasmus, a comprehensive pro-
gramme of travel grants for university 
staff as well as a few other types of 
subsidies, which, however, will not 
be dealt with here. (Table 1 gives a 
survey of the most important subsid-
ies in the context of the Erasmus 
programme). 
Results of the 1988/89 selection 
procedure for inter-university 
cooperation programmes 
1988/89 is the second year in which 
the Erasmus programme has been run-
ning. Of the total budget of ECU 30 mil-
lion provided for this year, about 10 mil-
lion was reserved for inter-university 
cooperation programmes, ECU 9 million 
for the student and teaching staff mobil-
ity programmes within the European 
university network alone. The total de-
mand of all applicants for subsidies for 
inter-university cooperation pro-
Table 1 
Survey of the most important subsidies In 
the context of the Erasmus programme 
(1) Subsidies to universities for Inter-uni-
versity cooperation programmes. 
(I) student mobility programmes; 
(ii) teaching staff mobility pro-
grammes; 
(ill) joint development of new curricula; 
(iv) intensve programmes. 
(2) Mobility grants for students. 
(3) Travel grants for university staff. 
(I) study visits; 
(ii) preparation of an inter-university 
cooperation programme; 
(iii) improvement in the organization of 
studies; 
(¡v) study of university systems; 
(v) short-term lecturing assignments 
as short-term lectureship or course 
of specialized lectures. 
grammes amounted to more than five 
times the funds available under the bud-
get. The surplus demand proved to be 
particularly dramatic in the field of the 
joint development of curricula and that 
of intensive programmes, where appli-
cations were made for 15 times and 17 
times the funds available respectively. It 
should however be noted that many ap-
plicants failed to realize that the central 
areas of the inter-university cooperation 
programmes are the student and teach-
ing staff mobility programmes. 
Of the 2 041 applications received, 
1 579 involve a student mobility pro-
gramme, 745 a teaching staff mobility 
programme, 575 a programme for the 
joint development of curricula and 521 
an intensive programme. 
The Commission decided to distri-
bute the support available among 
1 091 inter-university cooperation pro-
grammes. Of these, 948 include a stu-
dent mobility programme, 214 a teach-
1 In accordance with the Council Decision, the 
distribution key takes account of the following 
two parameters: the number of young people of 
between 18 and 25 years of age and the number 
of university students in each Member State. 
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ing staff mobility programme, 79 a pro­
gramme for the joint development of 
curricula and 72 an intensive pro­
gramme. This corresponds to a success 
rate of 53% overall, although the suc­
cess rates for the individual compo­
nents of the programme differ consider­
ably (60% for student mobility pro­
grammes, 29% for teaching staff mobil­
ity programmes, 14% for programmes 
for the joint development of curricula 
and 14% for intensive programmes). 
Table 2 provides a survey of the par­
ticipation of universities from the various 
Member States in all 2 041 applications 
and in the 1091 projects accepted 
for inter-university cooperation pro­
grammes. 
Table 3 shows the distribution of the 
applications and programmes over the 
various subject areas. In this context, at­
tention should be drawn to the problem 
that the number and quality of the appli­
cations in the various subject areas dif­
fered considerably. In certain subject 
areas, good quality applications accu­
mulate, so that care must be taken to 
ensure that the Erasmus programme is 
not flooded by individual subjects (in 
particular languages and business ma­
nagement could be mentioned here). 
Within closely drawn limits, the selection 
must set stricter standards for some 
subjects than for others. 
77.4% of all applications for inter-
university cooperation programmes in­
volve a student mobility programme. 
The students of the 948 student mobility 
programmes accepted have priority in 
the allocation of the Erasmus student 
grants which — as mentioned above — 
are generally given to the students 
through national grant authorities. With 
the budget allocated to student grants 
of ECU 13 million, about 6 500 student 
grants of an average amount of ECU 
2 000 for one academic year can be fin­
anced, with the amount of the grant vary­
ing in individual cases between ECU 
500 and 5 000. 
These student grants are to pay the 
additional costs incurred from the stay 
abroad, as well as travelling costs and, 
where appropriate, the linguistic prepar­
ation of the students, whilst the universi-
Table2: General overview of inter-university cooperation programmes 1988/89 by 
Member State 
Member State 
Β 
D 
DK 
E 
F 
GR 
I 
IRL 
LUX 
NL 
Ρ 
UK 
Total 
Coordinating institutions' 
All applications 
Number 
173 
293 
44 
180 
444 
51 
211 
57 
2 
169 
50 
367 
2 041 
% 
8.5 
14.4 
2.2 
8.8 
21.8 
2.5 
10.3 
2.8 
0.1 
8.3 
2.5 
18.0 
100 
Accepted ICP 
Number 
89 
144 
25 
103 
225 
20 
124 
26 
0 
96 
29 
210 
1091 
% 
8.2 
13.2 
2.3 
9.4 
20.6 
1.8 
11.4 
2.4 
0 
8.8 
2.7 
19.2 
100 
Total number of Involvements2 
All applications 
Number 
347 
830 
120 
532 
1044 
137 
489 
160 
8 
418 
160 
1030 
% 
17.0 
40.7 
5.9 
26.1 
51.1 
6.7 
24.0 
7.8 
0.4 
20.5 
7.8 
50.5 
Accepted ICP 
Number 
191 
449 
73 
314 
578 
74 
291 
95 
4 
260 
101 
571 
% 
17.5 
41.1 
6.7 
28.8 
53.0 
6.8 
26.7 
8.8 
0.4 
23.8 
9.0 
52.3 
' Each ICP has one coordinating institution. This institution is in many cases the main driving force 
behind the ICP. 
'The figures mean that, for example, Belgian universities are involved in 191 (17.5%) of the 1091 
accepted ICPs. Each country is counted only once in each accepted ICP in which It is involved, 
even if several universities from that country are participating in the ICP concerned. 
Table 3: General overview of Inter-university cooperation programmes by subject area 
Subject area 
Agriculture 
Architecture 
Fine Arts/Music 
Business 
Education 
Engineering 
Geography/Geology 
Humanities 
Languages 
Law 
Mathematics/Informatics 
Medical Sciences/Psychology 
Natural Sciences 
Social Sciences 
Miscellaneous 
Total 
All applications 
Number 
65 
71 
61 
222 
63 
281 
62 
108 
371 
119 
68 
139 
172 
187 
52 
2041 
% 
3.2 
3.5 
3.0 
10.9 
3.1 
13.8 
3.0 
5.3 
182 
5.8 
3.3 
6.8 
8.4 
9.2 
2.5 
100 
Accepted ICPs 
Number 
39 
39 
31 
102 
23 
158 
26 
61 
208 
72 
39 
63 
103 
100 
28 
1091 
% 
3.6 
3.6 
2.8 
9.3 
2.1 
14.5 
2.3 
5.5 
18.9 
6.9 
3.6 
5.8 
9.4 
9.2 
2.6 
100 
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ties can finance the costs of the devel­
opment and implementation of the pro­
gramme with the subsidy intended for 
them. These include, for example, the 
travelling costs of the members of the 
university's staff who attend meetings, 
costs for the preparation and translation 
of course material for use in student mo­
bility programmes or costs which arise 
for the universities from the preparation 
(in particular the linguistic preparation) 
of the students. 
Table 4 shows the distribution of the 
grants among the individual Member 
States. A problem arises however from 
the discrepancy in real movements of 
students between the Member States 
and the respective national quotas pro­
vided for the Member States. Some 
Member States are involved in consider­
ably more applications and accepted in­
ter-university cooperation programmes 
than corresponds to their quota for stu­
dent grants. This leads, under certain 
circumstances, to a situation whereby 
only some of the students participating 
in the corresponding programmes are 
able to receive a mobility grant. This im­
balance can also only be corrected to a 
limited extent in the selection of the'pro­
grammes. It is certainly one of the tasks 
of the assessment of the Erasmus pro­
gramme under consideration to reflect 
on this kind of problem with regard to 
the future organization of the Erasmus 
programme. 
Table 4: Erasmus 
Young people 
18-25 years 
in thousands 
%EC 
Students 
in thousands 
%EC 
Each Member 
State's share of 
the budget 
(based on the 
2 parameters 
mentioned above, 
taking Into 
consideration 
that LUX=0.75% 
Number of 
annual grants 
(based on a total 
budget of 13 mil­
lion ECU) 
— academic yeai 
Β 
1253 
2.97 
219 
3.11 
3.02 
196 
DK 
630 
1.49 
127 
1.81 
1.64 
107 
1988-1989. Distribution of the budget for student grants between Member States. 
D 
8352 
19.81 
1550 
22.05 
20.79 
1351 
GR 
1 179 
2.80 
168 
2.39 
2.58 
168 
E 
5127 
12.16 
935 
13.30 
12.64 
822 
F 
6873 
16.30 
1279 
18.19 
17.13 
1 113 
IRL 
472 
1.12 
55 
0.78 
0.94 
61 
I 
7 408 
17.57 
1 182 
16.81 
17.07 
1 110 
LUX 
47 
0.11 
1 
0.01 
0.75 
49 
NL 
2013 
4.78 
390 
5.55 
5.13 
333 
Ρ 
1354 
3.21 
118 
1.68 
2.43 
158 
UK 
7 445 
17.66 
1007 
14.32 
15.88 
1032 
EC 
42153 
100 
7 031 
100 
100 
6 500 
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A pilot experience in training and exchanges 
between Lyons and Genoa 
Pilot project for training of French and Italian executive staff 
A meeting at the end of 1983 
during a colloquium of the Cedefop 
between the representatives of the 
Federlndustria Liguria and the 
Lyons Chamber of Commerce and 
Industry was the occasion for de-
termining common concerns re-
garding development and training 
in SMEs. 
A wider ranging examination of 
the situation made it possible to 
analyse the economic and institu-
tional context in the two regions, to 
appreciate both points in common 
and the complementary nature of 
the two organizations (Federindus-
tria Liguria and the Lyons Chamber 
of Commerce and Industry), in par-
ticular in the matter of assistance 
to enterprises: 
(i) advice to the SMEs, that is, ad-
vice on training; 
(ii) setting up of new companies 
thanks to the role played by the 
Alderly in Lyons and the Rise, a 
financial body, in Genoa; 
(Hi) transfer of technology; 
(iv) promotion of enterprises and 
study missions abroad. 
The Federlndustria and the 
Lyons Chamber of Commerce and 
Industry submitted a joint training 
project to the European Social 
Fund in 1985 which focused on 
three principal themes: 
(I) computerizing and management 
of SMEs; 
(ii) strengthening the structure of 
small firms by bringing in new 
skills (experienced executives); 
(iii) founding new, especially innova-
tive, enterprises. 
Objectives and results of 
the three training actions 
/ — Computerizing the SMEs 
This involved responding to the 
needs of enterprises which wanted to 
install a substantial information process-
ing system such as would have to be 
undertaken either by a services com-
pany or a competent person who would 
assist the head of the company in deve-
loping the project. 
The Lyons Chamber of Commerce 
and Industry and the Federindustria 
opted to promote the latter alternative 
based on job creation and professional 
insertion through alternating periods of 
training and employment. The enter-
prises are offered a training and assist-
ance package covering: 
(i) the recruitment of young computer 
management assistants of Bac + 2 
to Bac + 5 level with or without pre-
vious professional experience; 
(ii) 800 hours of training, on an alternat-
ing basis, and the development of 
the computing project within the en-
terprise itself. A full training pro-
gramme is provided in information 
technology, organization and ma-
nagement. The training is given by 
the Ecole Supérieure de Commerce 
in Lyons and by the Enfapi in Genoa. 
In France the trainees are paid by 
the company and employed on the ba-
sis of a provisional contract. An infor-
matics advisor is sent to the head of 
each company to supervise each stage 
in the project's development. This advi-
sor is in contact with both the person 
responsible inside the company and the 
training team in order to participate in 
assessing the professional objectives of 
the young employee. 
In November 1987, the Lyons Cham-
ber of Commerce and Industry em-
barked upon the third session of this 
programme with 11 companies. The re-
sults have proved positive as 21 firms 
have already created a job since 1985 
while simultaneously computerizing 
their business. The majority of the 
young people involved are in a job to-
day. 
This programme has benefited from 
exchanges between the teams from 
Lyons and Genoa both at the level of the 
direct approach to firms practised in Ge-
noa and at the pedagogical level with 
the Italians adapting the selection tests 
and certain aspects of the system of al-
ternating periods of training in order to 
achieve a better balance between em-
ployment and training. It should be 
noted that in Genoa 40% of the candi-
dates find employment in computer ser-
vices companies. 
2 — Strengthening the structure 
of SMEs by recruiting an 
experienced executive 
The objective is to allow firms to be 
better equipped to adapt and to organ-
ize in the light of often rapid changes in 
society by recruiting an executive who, 
by virtue of both his training and experi-
ence, is able to provide valuable assist-
ance to someone running a small firm. 
The action is aimed mainly at execu-
tives seeking employment or likely to be 
doing so in the near future. These are 
given the opportunity, following tests 
and interviews, of attending a training 
course of 440 hours consisting of the 
following: 
(i) a professional appraisal of two to 
three weeks allowing the executive 
to determine a sense of direction by 
defining his field of action within a 
company, 
(ii) three months' training designed to 
supplement or up-date his know-
how while he also seeks paid em-
ployment and insertion in his posi-
tion. This approach, where the em-
phasis is placed on securing em-
ployment on the basis of experience 
and specific supplementary training, 
excludes any prolonged training. 
Two sessions have been completed 
since 1985 and a third is now starting. 
The first session, which provided em-
ployment for seven executives, adopted 
a somewhat different approach as the 
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Lyons Chamber of Commerce and In-
dustry, first of all selected the enter-
prises and then the executives. But as 
the situation in Lyons displayed a 
marked imbalance between the availa-
bility of experienced executives and the 
unprompted need on the part of the en-
terprises it was considered appropriate 
to establish a system by which the ex-
ecutive seeks employment with a cer-
tain amount of assistance but on the ba-
sis of his own initiative. Experience has 
shown that this is the best procedure for 
promoting the signing of long-term em-
ployment contracts resulting from deci-
sions taken with the minimum interven-
tion of intermediaries between the com-
pany head and the executive. The sec-
ond session, which adopted the latter 
approach, resulted in jobs for 10 execu-
tives over a six-month period. 
3 — Setting up new companies 
This revolves around assisting those 
interested in setting up a company in 
realizing their ambitions. The projects 
must be innovative, that is, aimed at ex-
ploiting new fields, in technology, for ex-
ample, or in more traditional areas 
which have a high potential for growth. 
The Lyons Chamber of Commerce and 
Industry is well-placed to coordinate re-
quests of this kind thanks to the synergy 
between its Innovexpert service and the 
Ecole Supérieure de Commerce de 
Lyon. 
The programme offered, comprising 
720 hours after the selection procedures 
based on objective criteria of feasibility, 
again includes a system of supervision 
with 240 hours of management training 
and 300 hours of individual work by the 
future entrepreneur backed up by 180 
hours of individual assistance by con-
sultants. 
In the course of the exchanges with 
Genoa, the Enfapi organizers adopted 
assessment criteria implemented by the 
Ecole Supérieure de Commerce de 
Lyon. In Lyons 24 entrepreneurs real-
ized their ambitions and an additional 
cycle for 8 to 10 candidates was 
launched in association with the FSE to 
satisfy a more sustained demand in this 
area than in Genoa. 
4 — Widening the scope of 
cooperation 
In addition to the convincing results 
of these actions which correspond well 
to the needs expressed by small- and 
medium-sized enterprises and the regu-
lar pedagogic exchanges on the subject 
of the three programmes, fruitful rela-
tionships have been fostered between 
the Lyons Chamber of Commerce and 
Industry, the Enfapi in Genoa and cer-
tain partners, enterprises and institu-
tions who cooperate with these two or-
ganizations. 
In the field of training there are the 
exchanges of French and Italian peda-
gogic material, visits to the Enfapi in Ge-
noa by lecturers at the Ecole Supérieure 
de Commerce de Lyon in the framework 
of advanced instruction in management, 
agreements between the Institut d'Ad-
ministration d'Entreprises of the Uni-
versity of Lyon 111 and the Enfapi and 
contacts between the INSA and the Ge-
noa Faculty of Engineering for arranging 
in-company training for students. Finally, 
a meeting between a delegation of 
elected representatives from the 
Rhônes-Alpes region and their opposite 
numbers from the Ligure region in Ge-
noa in May 1987 provided the opportu-
nity to exchange policies and compare 
the regional training practices in the two 
regions. 
The exchanges arising out of this 
cooperation between Lyons and Genoa 
in the field of training also involve wider 
fields of interest in economic, commer-
cial and technological matters. Without 
seeking to list them all, the following are 
of particular note: 
(i) contacts between the Innovexpert 
service of the Lyons Chamber of 
Commerce and Industry and the 
TEAM company, the main interlocu-
tor of Federindustria Liguria in the 
field of transfers of technology, which 
led to the sale of licences and joint 
research in sectors of advanced 
technology, such as composite ma-
terials for example, 
(ii) relations entered into between the 
Aderly, which is responsible for pro-
moting Lyons and the Federindustria 
Liguria which led to five Italian com-
panies setting up in Lyons, 
(iii) the commercial mission with which 
the Foreign Trade Department of the 
Chamber of Commerce and Industry 
charged the aforementioned TEAM 
company in order to ensure the 
promotion of our companies in Nor-
thern Italy, thereby proving that, as 
far as relations with other countries 
are concerned, even the most effec-
tive actions need the basis of a famil-
iar starting point, as is the case be-
tween Lyon and Genoa, and that this 
avoids the difficulties inherent in 
making direct approaches to centres 
of attraction which are much in de-
mand, such as Milan. 
Other consequences of the Lyons-
Genoa programme include the esta-
blishing of contacts with other regions 
of Italy and in particular Emilia Rom-
agna. This has long been considered as 
a model of the economic development 
of the SME and it is where the Lyons 
Chamber of Commerce and Industry 
presented a paper with the Enfapi in the 
framework of a colloquium in Bologna 
organized at the instigation of the Italian 
Chambers of Commerce and with the 
support of the European Social Fund. 
This report would not be complete if 
we did not mention in conclusion two in-
itiatives, one of which may be consid-
ered as rounding off three years of ex-
perience and the other as constituting a 
transitional stage for the immediate fu-
ture. The former is the organization of 
the colloquium in December 1987 in Ly-
ons on the theme 'preparing the men of 
the SMEs for the prospect of 1992'. This 
subject, which was treated before an as-
sembly of 400 heads of companies and 
decision-makers and organized jointly 
by the Lyons Chamber of Commerce 
and Industry and the Federindustria Li-
guria with substantial support from the 
European Social Fund, the SME Task 
Force, the Cedefop, the APCCI and the 
Etablissement public regional, was pre-
pared in both Lyons and Genoa with the 
heads of companies. The event con-
cluded with the proposal by the Presi-
dent of the Lyons Chamber of Com-
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merce and Industry, Mr Carrot, the Vice-
President of the Federindustria Liguria 
and the SME-PMI President, Mr Massig-
lia, to follow-up on the contacts already 
established by organizing regular meet-
ings between SMEs in the run up to 
1992 in order to reflect upon the situa-
tion and the specific strategies of the 
SMEs faced with this new challenge. In 
this way, the effective cooperation which 
has been initiated between the men 
from these two regions after three years 
of working together augurs well for the 
future. 
In the near future the Lyons Cham-
ber of Commerce and Industry and Fed-
erindustria Liguria are also anxious to 
set up a fully-fledged inter-regional train-
ing network as a vehicle for economic 
exchanges and relations in the service 
of our local companies. An initial step in 
realizing this ambition is the proposal 
for a new pilot programme presented to 
the European Social Fund in association 
with Saragossa in Spain. This project 
brings together other partners in close 
association within the Lyons Chamber 
of Commerce and Industry and should 
begin at the end of 1988. 
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Individual adaptation to technological and 
social change 
In 1987 a team from the Techno-
logical Institute of Copenhagen and 
the University of Sheffield came for-
ward with the idea of working on 
the problems of individuals when it 
comes to change. They were then 
asked by the Commission to carry 
out a study on 'Measures to facili-
tate adaptation to technological 
and social change'.1 
This study examined how indi-
viduals react to change, feel threat-
ened or challenged by it and how 
they cope with it, whether they 
stagnate or whether they grow per-
sonally as a consequence of the 
transition process. 
To date, change has been 
looked at mainly in the context of 
its economic, technological and oc-
casionally demographic aspects. 
Mass behaviour has been studied 
rather than individual psychological 
motives and dynamics. 
The interrelationship between 
the forces for change in the envir-
onment and the dynamics of the 
reactions of individuals to change is 
a central issue. The pressure ex-
erted on the individual to perform 
new tasks, acquire new skills, and 
adapt to new roles and conditions 
on the one hand and the capacity 
to satisfy the individual's need for 
change on the other must be as-
sessed. The faster the pace of 
technological change becomes 
now and in the foreseeable future, 
the more urgent this process also 
becomes. There will be increasing 
pressure on individuals to adapt, 
people will have to adjust faster 
and more frequently to new tasks, 
roles, and working and living condi-
tions and may be required to move 
more rapidly from one occupation, 
field of education or geographical 
location to another. 
The growing pressure for social 
change might exceed the capacity or 
readiness of the individual to respond 
appropriately and effectively. The effects 
that this could have on health and well-
being could create barriers to social and 
technological developments. 
To appreciate the complexity of so-
cial change, it is helpful to consider how 
different elements and forces are sys-
temically interconnected. Changes in 
one area, for example new technology, 
can be just as much a cause as they 
can be an effect of change in another 
area, for example political decision-mak-
ing. 
To outline certain problems it is im-
portant to determine what changes have 
taken place in the recent past and how 
these changes are likely to continue in 
the future. Here again, we are faced with 
the question of whether the future can 
be predicted from the past. Are current 
trends likely to continue or will there be 
new aspects of which we are not yet 
aware such as international conflicts, 
movements on the stock and money 
markets or major decisions by cartels 
such as OPEC etc. 
Thanks to the dramatic advances 
made in the field of information technol-
ogy, we are now able not only to de-
scribe current trends but also to de-
velop models for the future, but there will 
always remain a high degree of uncer-
tainty. 
All the predictions which emerged 
from this study are therefore highly ten-
tative and provisional. 
The study is based on three activi-
ties: 
(1) survey of literature on social and in-
dividual change; 
(2) interviews with experts from various 
scientific disciplines such as applied 
psychology, labour economics, so-
ciology, technology and industrial re-
lations; 
(3) interviews with 'changées', people 
who have recently or are currently 
experiencing transition, who are 
adapting to new demands, roles and 
conditions. 
The main findings of the study can 
be summarized as follows: 
It has not been confirmed that the 
much debated role of technology is the 
main and overwhelming cause· of 
change stress and adaptation demand. 
Technology is so clearly interrelated 
with other elements and developments 
in society that it appears difficult to 
single it out as a prime factor. 
As regards the individual, only rela-
tively few people seem to be aware of 
technological change as an important 
factor in their own work or life experi-
ences. However those who do indicate 
a connection just as often find it as 
beneficial as they find it threatening. 
Changes in society, which often also in-
clude technological changes, may occur 
at an increasing pace in the future but 
the conclusion will not necessarily be 
an increase in stress or ill-being for indi-
viduals in general: the pace of change 
and the adaptational stress which a per-
son experiences throughout his life are 
caused by a variety of factors of which 
macro changes in society only account 
for a minor part. It can therefore not be 
concluded that new technology as well 
as an accelerated rate of change will 
have detrimental effects on people in 
general, but there are always changes 
which inevitably will be harmful to some 
individuals or groups. If one takes for in-
stance the situation of older workers in 
obsolete industries who lack the re-
sources to learn new trades or to adapt 
to new life conditions, the situation be-
comes rather evident. 
Another group which is highly af-
fected by current and future societal 
changes and which deserves special at-
tention are the unemployed. Unemploy-
ment emerged as the main problem af-
fecting individuals. 
There is also a trend to be seen tow-
ards segregation between people in full-
time well paid employment close to the 
centres of wealth and production and 
' Individual adaptation to technological and so-
cial change — Report on the study: 'Measures 
to facilitate adaptation to technological and so-
cial change'. Gert Graverson, Nigel Nicholson. 
January 1988. 
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those on the periphery. This develop-
ment has far-reaching consequences 
requiring attention and action. 
Do individuals need change 
for their well-being? 
In general it can be stated that the 
need for change is as important to peo-
ple as is the need for stability. The ab-
sence of change-satisfaction can be just 
as harmful to well-being and health as 
changes which are too many or too 
rapid. This means that environments 
which restrict changes are as undesir-
able as those which demand them. 
Individuals differ greatly as regards 
their ability to cope with change. How 
well a person responds and functions in 
situations of change depends on many 
personal as well as contextual factors. It 
is important to note that people can 
learn to be 'good change copers'. They 
therefore must be given social support 
especially in stressful situations of 
change. 
In general it was found that more 
guidance and advice were needed to 
help people to cope with the stresses of 
change, clarify personal goals and take 
advantage of opportunities. 
Individual change 
behaviour 
The purpose of the study was to 
throw light on the interaction between 
environmental and personal change and 
to discuss the question of the extent to 
which environmental change implies 
stress for the individual. The term 'indi-
vidual change behaviour' refers to all the 
perceptions, actions and reactions an 
individual exhibits towards change. The 
perception of change is closely linked 
with experiences of change, evaluation 
and appraisal as well as attitudes to 
change of the individual. 
Active change refers more to self-in-
itiated changes and the motivation un-
derlying them. Reaction to change em-
phasizes the person's response to 
pressure for change in the environment 
and encompasses both health and well-
being, as well as the ability to cope and 
adapt. 
What is it that makes experienced 
changes important and significant for 
the individual? Or more precisely: why, 
when interviewed, did people select 
specific changes but fail to mention 
others? 
The most obvious and also the most 
frequent answer was the magnitude of 
changes, the personal impact of the 
changes or the number of different 
spheres of the person's life which were 
affected by the changes. 
The most frequently mentioned crite-
rion was the importance of change in 
terms of how it helped the person to 
change, learn and grow. Those inter-
viewed reported that they became more 
independent, more confident and more 
mature through the experience. They 
saw themselves in a different way, 
broadening their attitudes to life and 
their values, or changing their roles and 
their identities. This personal change 
and development which takes place as 
a consequence of life changes was 
seen in a positive light. However, 
change in self-perceptions and self-
esteem can also be negative or involve 
mixed feelings. 
Another criterion for the significance 
of change is the extent to which the en-
vironment or living conditions change. 
This change may affect either the 
physical surroundings in terms of hous-
ing, e.g. moving from the city to the 
countryside or vice versa, or other 
aspects of physical living space. 
The results of the interviews show 
that the question of higher or lower liv-
ing standards is of lesser importance al-
though it is by no means irrelevant. 
Another major dimension is change 
in the social environment: meeting new 
people, acquiring new friends and miss-
ing old friends are frequently reported 
as primary reasons for experiencing a 
change as central and important. 
As further key elements changes in 
life satisfaction and the quality of life 
were mentioned quite frequently: the ex-
tent to which the person becomes signi-
ficantly more or less contented and 
whether the quality of life in general has 
been enhanced or impaired by the 
changes. 
A very important factor is the emo-
tional impact the change had on the per-
son at the time and in the immediate 
subsequent period. In addition to these 
more general criteria, the connection 
with work, employment and career was 
the common denominator in the most 
important changes people had experi-
enced. 
What is the relevance of 
social change to personal 
change experiences? 
One of the central areas of interest of 
this study was the relationship between 
societal changes, pressure for change 
and experience of change. 
Important considerations in this con-
text are therefore the extent to which so-
cietal change processes influence the 
experience of personal change, and the 
relative impact of societal pressure com-
pared with other impetus for change, for 
example routine life transitions or inter-
personal changes. And in consequence 
of that: Are societal changes perceived 
to be the cause of stresses and adapta-
tion demands, and consequently a ma-
jor factor in the life of the individual, or 
are they of lesser significance com-
pared with the totality of change and 
adaption demands in a person's life-
span? Or in other words: how are the 
minor changes in a person's life con-
nected with macro changes in society? 
Clearly, there is also the matter of 
whether the impact of change is imme-
diate and direct or remote and indirect 
and the fact that over time there will al-
ways be a connection between the two 
levels. In the context of this study the 
analysis is limited to the more immedi-
ate short-term effects of change so as to 
explore how technological and other so-
cietal changes, now and in the near fu-
ture, will give rise to change demands, 
constraints and opportunities for the in-
dividual. 
84 
INDIVIDUAL ADAPTATION 
Another issue is the distinction be-
tween objective and subjective linkages. 
The interest of the study lay in how 
changes are experienced by individuals 
themselves because their reaction is in-
fluenced by their individual perception 
of the situation. 
The study describes a number of 
cases where linkages were perceived 
between technological and personal 
changes. They include examples of new 
technology being harmful as well as 
beneficial. New technology was seen as 
a threat as well as an opportunity and in 
some cases both threat and challenge 
were felt to be present at the same time. 
With regard to how the societal pres-
sure for change manifests itself in indi-
vidual change and adaptation, the inter-
view data suggest that it is not merely 
the actual events, such as for example 
being made redundant, that can be 
traced to societal influence, but also 
how the individual appraises the situa-
tion. Whether pressure is perceived as a 
constraint or an opportunity influences 
the choice of action made by the individ-
ual. 
People were also asked to discuss 
the extent to which personal changes 
were self-determined or caused by ex-
ternal forces beyond their control. 
It is worth noting that the numerical 
distribution of answers indicated that 
the majority of changes were seen as 
self-determined. Only one quarter of all 
the changes were perceived to be 
events over which the persons them-
selves had no control. Unemployment 
was the only factor felt to provoke a 
larger proportion of involuntary than vo-
luntary changes, and it should also be 
noted that work and job changes are al-
most universally described as self-
determined. 
When analysing these answers it 
seems relevant to consider whether 
they reflect the 'real' situation in an ob-
jective sense or merely reflect self-serv-
ing and hence retrospectively biased 
perceptions. 
Psychologists call this 'cognitive dis-
sonance', which explains how people, 
consciously or unconsciously, tend to 
emphasize the self-controlled aspects 
of changes which lead to beneficai out-
comes and to attribute negative out-
comes to circumstances outside their 
control. The central point of interest in 
this context is the very high percentage 
of changes reported as voluntary and 
self-determined. 
Further analysis of the interviews 
however shows that the experience of 
self-determination also depends on the 
characteristics of the person. 
In looking at the psychological me-
chanisms of change appraisal it must be 
underlined that people clearly have a 
need as well as an ability to make sense 
of their life experiences. It emerged very 
clearly from the interviews that the incli-
nation to turn negative or stressful 
events into positive experiences is a 
healthy coping mechanism. 
These mechanisms are used as a 
conscious strategy by individuals who 
are mostly characterized as 'good 
copers', or as people who are skilled at 
finding new ways of increasing their 
satisfaction in life. 
However, this does not mean that 
positively assessed changes are in any 
objective sense good or desirable. For 
example one of the interviewees de-
scribed the fact that he broke his leg as 
a positive event because it gave him 
time to think. Breaking legs however 
cannot be recommended. 
One of the very general and central 
questions to this study was whether 
changes were good or bad and why. 
Should changes be avoided as far as 
possible or should people seek 
changes? Is there such a thing as an 
optimal level of change for the individ-
ual, so that too much as well as too little 
change can cause stress or have other 
detrimental effects for the person? 
It emerged very clearly from the 
study that change experiences were 
central to people's view of their life his-
tories. People's attitudes to change 
were very much reflected in the way they 
appraised past experiences of change. 
It therefore also indicates their readi-
ness to seek or avoid future changes as 
well as their ability to cope with and 
make sense of changes. 
Resistance to change, which in 
much of the management literature is re-
garded as one of the main obstacles to 
organizational innovation must be seen 
in the context of the linkage between 
self-determination and appraisal of 
change. It is usually involuntary, im-
posed changes, over which the individu-
als feel they have no control, that are re-
sisted. 
Effective coping seems to be posi-
tively correlated with health and well-be-
ing and contains almost invariably an 
element of personal adaptation and 
learning. 
What is necessary to make 
change an effective event? 
The availability and use of social 
support emerges as an important factor 
in the process of change and in coping 
with the stresses of change. It is very 
important to note that not only the avail-
ability of social support is important but 
also the individual's readiness to use it. 
The use of social support in itself can be 
regarded as a coping strategy, and ef-
fective coping includes the ability to ask 
for and make use of social support 
where appropriate. 
Sources of social support can be 
found in interpersonal relations, social 
networks and institutions. Social sup-
port means practical support (direct 
help in solving problems such as bor-
rowing money, having a letter typed, 
etc.), information (supply of information 
which help the person to solve a prob-
lem, to make decisions and choices) 
and emotional support (the provision of 
psychological resources like sympath-
etic understanding, encouragement, 
comfort and well-being, etc.) 
All these forms of support can be 
provided by all three sources, but in 
practice there is a division of function, 
so that emotional support is linked pri-
marily to interpersonal support. 
Different forms of social support 
were usually called for at different 
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stages of the transition process. The 
general impression was that the full pot-
ential offered by social support was far 
from optimally developed from the point 
of view of both interpersonal and institu-
tional support. 
Sometimes there are barriers to the 
use of social support which appear to 
be connected with cultural norms. 
What are the outcomes of 
change? 
In evaluating outcomes it is import-
ant to bear in mind that change is a pro-
cess which occurs over a period of time, 
thus implying that the achievements and 
difficulties people continually experi-
ence throughout periods of change are 
themselves important outcomes, which 
may have important longer term signific-
ance for people, organizations and so-
ciety. 
For example, negative short-term 
outcomes of unemployment and divorce 
do not prevent poeple from later re-ap-
praising the event as beneficial in its 
long-term consequences, typically be-
cause the event signified a turning point 
in life, often impelling the person to take 
advantage of new opportunities and ar-
rive at new realizations. 
This however does not mean that 
change may not be emotionally upset-
ting at the time, lead to poorer living 
conditions, cause lengthy distress, etc. 
Another issue besides the aspect of 
time is the kind of positive and negative 
outcomes that can be expected fo follow 
from change experiences and what in-
fluences them. 
The outcomes must be considered 
from the point of view of society as well 
as from that of the individual. The main 
areas in which one may expect to find 
important consequences, either positive 
or negative are the following: 
For society: 
efficiency, innovation, mobility, economy 
and employment, social values and divi-
sions. 
For individuais: 
health and well-being, lifestyle and living 
conditions, relationships, personal de-
velopment, effectiveness. 
There is not necessarily a correlation 
between the positive or negative value 
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that may be attached to the outcomes 
for the individual and society. This 
means: what is good for society is not 
necessarily good for the individual and 
vice versa. And here the time-factor 
comes into play: out of events with im-
mediate negative as well as positive out-
comes, people reflecting on the event at 
a distance often find deeper satisfaction 
at how the experience has benefited 
them. 
This is true for example of personal 
development and effectiveness. Both 
outcomes — individual and societal — 
can be negative as well as positive. Peo-
ple may feel personally diminished or 
less effective as a result of a change, but 
this is less common than positive devel-
opment. Personal development as an 
outcome of change has implications for 
the development of the wider culture 
and provides for example a link between 
individual and societal outcomes. 
The negative consequences of 
change are not inevitable, but the result 
of choices and adaptational strategies 
implemented by individuals and institu-
tions. 
Usually little thought is given to the 
challenge this represents. More atten-
tion is typically given to decisions to in-
itiate change than to managing its con-
sequences. 
At all levels of society from policy-
makers to private individuals, people 
should ask themselves if they are initiat-
ing too much change of the kinds 
whose outcomes are potentially damag-
ing to society's members or too little 
change compared with what is needed 
for their well-being and effectiveness. 
If changes with risk of damaging 
consequences are unavoidable, it 
should then be asked what measures 
can be undertaken to facilitate success-
ful adaptation. 
What are the measures to 
facilitate individual change 
and adaptation? 
In the last part of their study the re-
searchers suggest some possible mea-
sures to stimulate pressure for positive 
change, minimize stressful demands 
and help individuals to cope effectively 
with processes of social change. 
Among the change agents that are 
involved here (including the European 
Community), employers, private as well 
as public, occupy a central position in 
helping individuals to adapt as most 
changes occur in and around working 
life. 
The central role played by the em-
ployers in society and in the life of indi-
viduals makes it reasonable to expect 
them to assume broad social respon-
sibilities. 
The main areas in which organiza-
tions are seen as having the potential to 
facilitate constructive change processes 
are: avoiding destructive change de-
mands e. g. lay-offs, removing change 
constraints, creating change opportuni-
ties e. g. new jobs, adjusting work struc-
tures through organization and job de-
velopment, providing training and edu-
cation and — one of the most important 
factors — having employees actively 
participating in change processes. 
Another important agent in the pro-
cess of change is the unions which con-
tinue to represent the interests of many 
employees in a changing society, pro-
tecting them from excessive or unjust 
change demands. 
Yet, on the other hand the unions 
are often seen as barriers to change, not 
only for the enterprise but also for the in-
dividual. In many cases the traditional 
structures and policies of unions seem 
poorly organized to meet the challenge 
of current and future changes in technol-
ogy, business and workforce structure. 
Thus, when pointing in their recommen-
dations to the unions as agents playing 
a central role in removing change con-
straints and barriers, creating change 
opportunities and restructuring social 
systems, the researchers refer to 
changes within the unions themselves 
as much as to their role as in facilitating 
change in work organizations. 
Another important role is played by 
the various kinds of counselling institu-
tions, especially from the point of view of 
those parts of their counselling func-
tions which relate to change. It is recom-
mended that counselling institutions 
and especially those whose services 
are needed in cases of unemployment 
or career breakdown should be more 
prepared to take on the task of provid-
ing guidance and support of this kind, 
which seems to be much in demand. 
The measures that are suggested in 
this study can be divided into four cate-
gories: 
(1) information assembly and distribu-
tion, 
(2) control over pressure for change, 
(3) control over contextual conditions, 
(4) the stimulation of individual change 
behaviour. 
This means an increase of activities 
in research, involving the evaluation of 
current and future pressure for change 
and how they affect the individual. 
Another important measure is the 
dissemination of information and the 
provision of communication channels. 
These factors emphasize the role of in-
dividuals and groups in society. In prin-
ciple all possible agents are involved. 
Changes which are predicted to 
have inevitable detrimental effects on in-
dividuals or groups should be ap-
proached in a manner avoiding destruc-
tive change and adaptation demands. 
The main problem here is dismis-
sals and redundancies which lead to 
unemployment. When these seem to be 
unavoidable, menas of providing altern-
ative choices for the people involved 
should be sought. 
Measures in the field of removing 
change constraints and barriers would 
include assessing and possibly chang-
ing any legislation which restrains mo-
bility such as for example tax systems 
and governmental regulations. 
Creating change opportunities is an-
other important measure. It could in-
clude job creation within and between 
the public and the private sectors, flexi-
ble career patterns and opportunities 
within and between organizations, pro-
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viding experimental temporary job and 
career opportunities, for example job ex-
changes between organizations and 
geographical relocations, sabatical 
leave and travel opportunities as well as 
the provision of educational opportuni-
ties. 
In another area measures should be 
introduced as regards the restructuring 
of social systems, abandoning struc-
tures and systems that restrict change, 
and replacing them with structures 
which facilitate change. These measures 
would include for example the following: 
restructuring work organizations so they 
offer greater scope and support for indi-
vidual change and adaptation, restruc-
turing trade union practices to deal 
more effectively with changing patterns 
of work, employment, organizations and 
labour market structures as well as work 
across the boundaries of different 
trades and sectors of employment and 
unemployment. 
Geographical mobility has become 
another important issue over the last 
few years. Measures to encourage 
greater mobility might be: governmental 
and organizational economic support 
towards the costs of work-oriented relo-
cation, housing facilities for individuals 
or families, work opportunities or train-
ing in job-seeking skills for spouses, 
educational and social activities for 
children. 
Security and social support must be 
mentioned as an element which would 
include economic and other measures 
aimed at reducing the risk or fear of 
change. 
In the area of training and education 
one can distinguish between education 
aimed at specific skills and training fo-
cusing on mastering the change pro-
cess by stimulating people's alertness 
to change and strengthening their cop-
ing and adaptational skills. Both are 
highly relevant when it comes to facilitat-
ing change. 
As regards individual counselling 
and guidance information should be 
available for people within their immedi-
ate institutional network. 
Finally, involvement and participation 
in decision-making is a very important 
factor for facilitating change. In work or-
ganizations as well as in society, atti-
tudes towards change and the ability to 
cope with the stresses of change is 
highly dependent on the degree to 
which the person encountering the 
changes has been involved in the deci-
sion-making processes. 
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Part three 
Recent developments 

Employment policy in the Member States 
In response to the wish expressed by Member States' delega-
tions in the Council to receive information on developments in na-
tional employment policies, the Commission set up a mutual infor-
mation system called MISEP. The system operates on the basis of 
contributions from correspondents in public administrations or or-
ganizations and a Commission representative. 
It provides the relevant authorities in each Member State with re-
gular quarterly information on measures and trends in the employ-
ment policies conducted in the other Member States. 
Social Europe presents a selection of the information exchanged 
through MISEP in each issue. The Commission accepts no respon-
sibility for the use of this information, which comes from official na-
tional sources. It is presented as a summary, on a regular basis, to 
enlighten the reader on the evolution of various aspects linked to na-
tional employment policies. 
Developments at a glance 
Overall developments 
D Italy Labour market regulations 
D United Kingdom Employment service restructured 
Aid to the unemployed 
D Belgium 'Job-clubs' 
Training 
D Federal Republic Transborder apprenticeships 
of Germany 
D Spain Plan FIP 
D Netherlands Training leave 
D United Kingdom New training programme 
Job creation 
D Greece Various projects 
Special categories of workers 
D Spain 
Placement 
D Germany 
Miscellaneous 
D Greece 
Equality of opportunity 
Radio and television 
Free movement of workers 
Centrefold 
Promoting the entrepreneurial capacities of the 
unemployed 
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Overall developments 
Italy: 
Labour market regulations 
Under this heading the Government 
has recently introduced a new and 
broader Bill to parliament (senate No 
585) containing both measures which 
had already been the subject of a previ-
ous Bill and new regulations aimed at 
employment maintenance and growth. 
In the first place the institution of a 
Fund for reducing unemployment has 
been provided for. Its aim is to foster 
employment creation particularly in the 
Mezzogiorno regions. The Fund would 
finance or co-finance public investment 
plans or projects which are highly new-
employment-intensive with priority be-
ing given to those which can be carried 
out immediately. 
Furthermore, a special scheme for 
the employment of young people in 
community programmes for the years 
1988,1989 and 1990 has been provided 
for. The scheme will be financed by the 
Ministry of Labour. The scheme is in-
tended for young people between the 
age of 18 and 25 who are unemployed 
and registered in class I on the place-
ment lists. They have to be employed 
part-time, for a maximum period of 12 
months, in activities in the public inter-
est at the local level. 
The sum paid for each working hour 
actually worked amounts to LIT 6 000. 
For the days for which it is paid it re-
places the unemployment benefit which 
might be due. This kind of intervention 
falls under the concept of 'active unem-
ployment'. 
Moreover, the regulations on the 
Wage Compensation Fund (CIG)anä on 
surplus personnel as well as the regula-
tions on unemployment compensation 
have been put forward again with some 
additions. 
The Bill sets out in a different way 
the reliefs in social security contribu-
tions which are foreseen for companies 
making use of training-cum-work con-
tracts. Such reductions shall henceforth 
only apply to workers hired in the Mez-
zogiorno regions. 
The Bill also extends by a year the 
special youth employment scheme (L. 
113/86) eliminating at the same time the 
requirement as to the duration for which 
the young people had to be registered 
on the placement lists before they could 
be hired. 
Finally, a reform of the access to em-
ployment is foreseen. Selecting new 
recruits by name (chiamata nominativa) 
is to be generalized; however, a certain 
amount of protection is to be maintained 
for the most disadvantaged persons on 
the labour market for whom it will be 
possible to reserve a certain quota of 
the hirings by ministerial decree. 
United Kingdom: 
Employment services 
reorganization 
On 26 October 1987, there was a re-
distribution of functions between the 
Manpower Services Commission (MSC) 
and the Department of Employment. The 
resultant organization, the Employment 
Service (ES), is part of the Department 
of Employment Group. It brings together 
the job placement and related functions 
of Jobcentres, previously administered 
by the MSC, and the benefit payment 
system of the Unemployment Benefit 
Service. 
Previous organization 
The launch of the ES was the first 
major organizational change in the De-
partment since 1973, when the benefit 
payment and vacancy filling functions of 
the existing Labour Exchange network 
were separated. The arguments for se-
paration of the services provided were 
strong. At the time, unemployment was 
low, and the labour market was suffering 
from a skills shortage, which the Labour 
Exchanges, predominantly concerned 
with benefit payments, were unable to 
influence effectively. Moreover, the La-
bour Exchanges suffered from a down-
market image which discouraged both 
employers and jobseekers from using 
their services. The separation of job 
placements and benefits payments also 
reflected a changing emphasis towards 
management by objectives within the 
Civil Service: it was thought that this ra-
tionalization of work would result in a 
more efficient and effective provision of 
services appropriate to the require-
ments of the early 1970s labour market. 
The organizational changes which 
resulted from the 1973 Employment and 
Training Act established the MSC to ad-
minister Jobcentres, as part of its wider 
employment and training remit. Benefit 
payment remained the responsibility of 
the Department of Employment (DE). 
The creation of Jobcentres allowed 
greater coordination and specialization 
of services and prevented benefit work 
from displacing equally important va-
cancy placement work. The more pro-
fessional image of the new Jobcentre 
placement service was marketed to at-
tract both employers and jobseekers. 
Throughout the 1970s, a high profile, 
'High Street' image was maintained, and 
Jobcentres focused mainly on providing 
a service which suited the needs of em-
ployers, in practice mainly those whose 
vacancies fell into the lower end of the 
job market. 
Changing environment 
By the beginning of the 1980s, the 
United Kingdom labour market had 
changed dramatically: in a period of 
economic recession, unemployment 
was high and rising, and the number of 
people experiencing long-term unem-
ployment was increasing. As unemploy-
ment moved towards its peak in 1986, 
the growing isolation of certain sections 
of the labour market and the inability of 
the existing employment service struc-
ture to deal with certain problems, be-
came apparent. Jobcentres and Unem-
ployment Benefit Offices had developed 
their activities separately since 1973. 
Jobcentres tended to focus on numbers 
of placements, while Benefit Offices 
concentrated solely on benefit payment. 
Contact between the two was limited, 
and had been further reduced in 1981 
by the removal of the compulsory re-
quirement for all benefit claimants to re-
gister at a Jobcentre. Long-term unem-
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ployed people in particular were becom-
ing increasingly cut off from the jobs 
market as a result, since they often mis-
sed out on the special help they re-
quired to get back to work. 
The reorganization 
The reorganization fulfilled a mani-
festo commitment of the recently re-
elected Conservative government to con-
sult MSC about the return to the Depart-
ment of Employment of its placement 
work and related functions. The context 
of these changes was the increasing 
common ground between the two net-
works. Both were providing services pri-
marily for unemployed people; for exam-
ple, in 1986, 1.6 million of the total 1.9 
million Jobcentre placings were of un-
employed people. Both had developed 
programmes of personal counselling 
and advice for the unemployed, via clai-
mant advisers in the unemployment 
benefit service and the Restart interview 
programme operated through the Job-
centre network. The success of these 
two initiatives highlighted the import-
ance of ensuring that unemployed peo-
ple, particularly the long-term unem-
ployed, should not be allowed to remain 
unassisted because of the gap between 
the two organizations or because they 
did not know enough about the help 
available to them. Equally, it was import-
ant that the two organizations should 
pool their knowledge of unemployed 
people's needs in order to ensure the 
new ways of helping the unemployed 
were presented in the most helpful way 
possible. 
The main objective of the Employ-
ment Service is, therefore, to provide a 
more coherent and effective service for 
unemployed people, particularly the 
long-term unemployed, by offering them 
a range of opportunities to help them 
back into work as soon as possible. 
Other priority groups are those poten-
tially at a disadvantage in the labour 
market in other ways, for example peo-
ple with a disability or those from ethnic 
minorities. An important part of the ser-
vice to clients while they are unem-
ployed is to pay them the benefit they 
are entitled to, accurately and promptly. 
An important responsibility of the ES is 
to ensure that payments are made only 
to those who are actively seeking and 
available for work. 
Linking placement and benefit work 
will allow staff to offer even more con-
structive help towards unemployed peo-
ple. It will involve counselling and guid-
ance, initially throughout the period of 
unemployment, and in the progression 
into work, training, or government em-
ployment programme. It will also help 
the unemployed person to be aware of 
his/her responsibilities in the process of 
getting back into work and as a clai-
mant. ES services must be relevant and 
accessible; for example, particular atten-
tion is being paid to how service is de-
livered in inner city centres. 
ES programmes include: Restart, 
Restart courses, Jobclubs, Jobstart, En-
terprise Allowance Scheme, Travel to In-
terview Scheme, and Sheltered Employ-
ment and other services to people with 
a disability (other than the Employment 
Rehabilitation Centres, which remain 
with the MSC). 
Management structure 
The ES has the status of an organi-
zation within the Department of Employ-
ment, which sets the. framework for its 
activities and agrees with the provision 
of its resources. The ES is responsible 
through senior DE officials to Ministers. 
It is headed by a Chief Executive at 
Grade 3 (Under Secretary) level who 
chairs an Executive Board of senior offi-
cials. 
There are two Head Offices, in Lon-
don and Sheffield, and a regional struc-
ture based on nine regions with 12 di-
rectors (London and South-East Region 
is divided into three divisions). The di-
rectors are the line managers of the ser-
vice and the representatives in their re-
gion of the Secretary of State for Em-
ployment; they have appropriate re-
sponsibility for the Department's in-
volvement in cross-departmental gov-
ernment initiatives in inner cities and 
City Action Teams, and they have line 
management responsibilities for Small 
Firms Centres. There are 78 area offices 
of the ES and 2 000 local offices and, in 
all, over 40 000 staff. 
Pilot approaches 
A current managerial focus is to 
carry through the process of integration 
begun by the merger of the Unemploy-
ment Benefit Service and Jobcentres. A 
range of models for integration of local 
offices has been developed and minis-
ters have approved pilot projects to take 
place during 1988. 
The models are variants of two basic 
schemes: an integrated stand-alone of-
fice providing the full range of ES ser-
vices; or partially integrated offices 
which individually offer a limited range of 
services but which together provide a 
full range of services in a locality. They 
will be tested in as wide a variety of lo-
cations and labour markets as possible 
to determine their advantages and limi-
tations. It may be that no single model is 
applicable to all locations. Flexibility of 
approach will be a keynote of the evalu-
ation exercise, from which initial conclu-
sions should be drawn before the end 
of the year. The need is to create a net-
work which can accommodate policy 
developments and changes in the num-
ber of clients, while maintaining an eas-
ily recognizable corporate identity for 
those who come into contact with the 
service, and the capacity for providing 
relevant and accessible services. 
The creation of the ES enables the 
MSC to focus its resources on training. 
The Employment Bill, which is currently 
at Committee stage in the House of 
Commons, renames the MSC as the 
Training Commission. This new title ref-
lects the increased emphasis on train-
ing under the Commission's responsib-
ilities. The Bill also enables the Secre-
tary of State to increase employer re-
presentation on the Commission by al-
lowing him to appoint six additional 
members. This change is being made in 
recognition of the important role of em-
ployers in ensuring that the UK has a 
properly trained workforce. 
The ES represents a further develop-
ment in United Kingdom employment 
policy. It will provide for more effective 
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help to be focused on the long-term un-
employed and others who are at a dis-
advantage in the labour market. It will al-
low more vigorous administration of as-
sistance to those seeking work, while 
ensuring that only those entitled to fi-
nancial help receive it. It is thus ad-
dressing current needs and establishing 
the basis for further developments into 
the 1990s. 
Aid to the 
unemployed 
Belgium: 
Job-clubs 
Job-clubs originated in the United 
States of America in 1979. Their pur-
pose was to help jobseekers hunt for 
jobs in the most effective way possible. 
To this end, unemployed people were 
brought together in 'job-clubs' where, by 
means of intensive training, they deve-
loped a more dynamic and effective atti-
tude so as to enhance their chances of 
finding a job. The results were conclu-
sive: more than 60% of the participants 
found a |0b. 
In the light of this success, the ap-
proach was adopted elsewhere includ-
ing the UK and the Netherlands. Since 
the same positive results were obtained, 
the minister in charge of the Flemish 
Community of Belgium also took the de-
cision to set up a job-clubs' structure in 
Flanders. RWA, the national employ-
ment office, was entrusted with the prac-
tical design of this scheme and in Oc-
tober 1987 the first Flemish job-clubs 
were launched. 
Functioning of job-clubs 
Job-club participants have a single 
goal: to find a job in the shortest time 
possible. Each participant has to deter-
mine for him/herself what this really 
means. 
The job-club teaches members how 
better to explore the employment mar-
ket. This requires first of all the develop-
ment of a series of techniques. To this 
end, six different sessions are organ-
ized. After this learning or development 
phase in job search techniques, partici-
pants are assisted and advised until 
they have found suitable employment. 
The characteristics of the help and 
assistance provided by the job-club are 
as follows: 
(1) Equipment unit 
Jobseekers have a range of possib-
ilities enabling them to acquire the tech-
niques for successfully applying for em-
ployment. 
However, one of the characteristics 
of job-clubs consists in their offering 
participants the opportunity for imple-
menting the techniques they have learnt 
during the theory sessions. To this end, 
each job-club has an equipment unit 
which enables participants to uncover 
more quickly job vacancies and to bet-
ter follow the procedure for applying for 
them. Participants are provided with the 
following in particular: photocopy ma-
chines, telephone, writing paper, stamps, 
typewriters, newspapers and addresses' 
databases. 
(2) Self-help 
The fact that members must learn to 
find employment which is suitable for 
them constitutes one of the main princi-
ples of the job-club. The task of the per-
son in charge of the job-club is not to 
find a job for the participants, but to ad-
vise them and accompany them in their 
search. It is up to the unemployed them-
selves to make the necessary ap-
proaches for finding a job. 
(3) Intensifying job-hunting 
Many studies bring out that active 
and intensive job-search diminishes 
with the lengthening of unemployment. 
This is the reason for job-clubs trying to 
reactivate participants' efforts to apply 
for jobs: each member must apply for at 
least 10 vacancies per day. 
(4) Scope for action 
A considerable number of vacancies 
remains unknown if only the classical 
channels are tapped (advertisements in 
the newspapers, vacancies sent to the 
RWA, etc.). A great number of these 
'hidden' jobs can be found out by con-
tacting the employers spontaneously. 
The extent to which these vacancies are 
uncovered is an indicator of the success 
of the job-club. 
(5) Group support 
is a key factor for developing and stimu-
lating the motivation and confidence of 
participants. Mutual aid is essential for 
the success of a job-club. Developing a 
good team spirit can only be insured by 
having a group which is neither too 
large nor too small. 
(6) Commitment 
On entering a club, each participant 
signs a contract establishing the com-
mitments made by the two parties. The 
club's animator undertakes to provide 
the necessary equipment and appropri-
ate aid and advice until such time as the 
new member finds a job. On his side, 
the participant undertakes to participate 
regularly in club meetings, to plan his/ 
her job-search interviews so that they 
do not interfere with the activities of the 
club, and to search for the agreed num-
ber of vacancies. 
Conditions 
Anybody having been registered as 
a jobseeker for at least one year can be-
come a member of a job-club. Members 
have to participate in all meetings of the 
club (at least four half-days per week). 
Every member continues, as a rule, 
to participate in the club and remains a 
club member until a job has been found. 
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Organization 
The first cycle of activities of a job-
club lasts three weeks. During the first 
two weeks, participants take a training 
programme of six sessions. During 
these sessions participants learn to 
draft their curriculum vitae, to spot hid-
den vacancies, to react more effectively 
to job openings, to practise interview 
techniques, etc. During the third week, 
job-club members have the opportunity 
of discussing with the animator their in-
dividual problems met with during job 
search. 
The programme seeks to ensure 
that, during the second cycle of activi-
ties, every participant can continue job 
search on his/her own. Although partici-
pants can draw on the help of the ani-
mator during this second cycle, that per-
son's involvement should be kept to the 
strict minimum. 
Since group dynamics are important, 
strict rules have been laid down as re-
gards the presence of participants in 
job-club activities. 
Preliminary assessment 
It is obvious that a detailed evalua-
tion cannot be made after only a few 
months of the operation of the pro-
gramme. But on the basis of the first re-
sults, the success of the job-clubs has 
been ensured. Some 55% of the partici-
pants in the first clubs (which started in 
October and November 1987) have al-
ready found jobs. Job-clubs recruit 
most of their participants from the unem-
ployed who are less than 30 years of 
age and have a secondary school leav-
ing diploma. Participation of women is 
higher than of men. 
Training 
Federal Republic of 
Germany: Transborder 
apprenticeships 
Within the framework of Franco-Ger-
man transborder cooperation, the em-
ployment services in Baden-Württem-
berg and Alsace have published a bro-
chure showing French youths the op-
portunities they have for taking part in 
the dual training system (which is similar 
to the French apprentissage sous con-
trat) in the Federal Republic of Germany. 
Baden-Württemberg has some 
310 000 apprentices in 80 000 enter-
prises and 330 vocational schools pro-
viding training in 400 recognized occu-
pations. Since the 1977 Franco-German 
Convention, agreement on the equival-
ence of diplomas has been achieved in 
15 trades: 
— tilers, pavers 
— carpenters 
— hairdressers 
— bricklayers as well as concrete and 
reinforced concrete builders 
— cooks 
— motor-vehicle electricians 
— equipment electricians 
— hotel employees 
— restaurant employees 
— adjustment fitters 
— maintenance fitters 
— motor-vehicle mechanics 
— joiners 
— plasterers 
— stonemasons 
French youths who learn one of 
these trades in the Federal Republic of 
Germany automatically have their train-
ing recognized in France. 
The brochure provides indications of 
the relationships between supply and 
demand for places in the three German 
frontier towns of Karlsruhe, Offenburg 
and Rastatt. 
As regards entry conditions, the bro-
chure points out that apprenticeship 
places in large companies are generally 
filled months in advance, that remunera-
tion differs considerably between trades 
(DM 660 per month for first year in car-
pentry to DM 265 in hairdressing, the fi-
gures for third year apprentices being 
respectively DM 1 300 and DM 380), that 
bi-lateral agreements exist on social 
security (health care is provided in both 
countries) and that parents continue to 
receive family allowances. 
Nine 'Lower Rhine Information and 
Guidance Centres' in France can pro-
vide potential apprentices with addi-
tional information. 
Spain: Plan FIP: Changes in 1988 
The new decree of the Ministry of La-
bour and Social Security regulating Plan 
FIP, the national plan for training and vo-
cational integration, for 1988 was ap-
proved on 22 January 1988. This minis-
terial decree replaced that of 9 February 
1987. It brings in some important 
changes aiming at: 
(i) improving the management of Plan 
FIP, 
(ii) raising the quality of the training pro-
vided, 
(iii) adapting the rules governing Plan 
FIP to the new thrusts in managing 
the European Social Fund for 1988, 
and 
(iv) enabling the social partners to parti-
cipate in the management of Plan 
FIP. 
The new ministerial decree was 
unanimously approved by the social 
partners within the Consejo General de 
Formación Profesional (CGFP — the 
general council for vocational training). 
The most important changes concern 
the following aspects: 
(1) Enlarging and strengthening pro-
grammes which foster to a larger ex-
tent the integration of trainees into 
working life, in particular of young 
people and the long-term unem-
ployed. To these ends, the following 
actions are being undertaken: 
(i) The support programme for the 
training of young people with a 
training contract is being im-
proved. In order to benefit from 
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(iii) The programme of in-company 
vocational practice is being en-
larged to include, in addition to 
second level vocational trainees, 
students in their last year of uni-
versity studies. 
(iv)A special vocational training pro-
gramme is being set up for 
women in occupations where 
they are under-represented. 
(v) As regards training programmes 
for the long-term unemployed, 
the condition that participants are 
required to be over 25 years of 
age is being scrapped. 
(vi) Programmes of vocational inte-
gration by means of contratos en 
praticas (practical work contracts) 
are being altered. They are now 
intended for the unemployed who 
have been registered for at least 
two years, irrespective of whether 
they are looking for their first job 
or hold a second level vocational 
training certificate or its equiva-
lent. 
(2) Especially encouraging recurrent 
training activities for persons work-
ing within enterprises or sectors 
which are being restructured or 
which have to adapt to technological 
change. To do this: 
(i) investments are being promoted 
which seek to build and fit out 
centres which are jointly used by 
several enterprises, employers 
associations and trade unions; 
(ii) incentives are being given for 
training activities during working 
hours which partially compensate 
for the costs of the time; 
(iii) priority is being given to courses 
jointly decided upon by the most 
representative employers asso-
ciation and trade unions. 
grants which allow It to carry out 
training on its own, the enterprise 
must submit a training plan to 
INEM (the national employment 
institute) as well as to the legal 
representatives of the workers. 
(ii) For the young unemployed aged 
less than 18 years a new voca-
tional training programme is be-
ing set up with an in-company 
vocational practice (rather than 
working) period. 
(3) Generally increasing the minimum 
length of courses which hence rise 
from 100 to 200 hours, 40 hours of 
which will be devoted to training in 
new technologies. 
(4) Increasing financial support to 
course participants. 
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(5) Strengthening the participation of the 
social partners in Plan FIP. To this 
end the necessary arrangements are 
being made for the executive com-
mittees — at the national as well as 
provincial levels — of INEM and 
CGFPto be informed of the develop-
ment of the Plan with the aim of facili-
tating their participation in its ma-
nagement and follow-up actions. 
(6) Setting up information networks by 
enterprises for the legal representa-
tives of the workers before training or 
vocational integration activities are 
undertaken. This information deals in 
particular with training contracts, 
practical work contracts, sandwich 
(alternance) teaching and recurrent 
training for the workers of the enter-
prises being restructured or in the 
process of bringing in new technolo-
gies or new management tech-
niques. 
The Netherlands: Training 
leave experiment 
After in-depth preparations local bu-
siness has, with the support of the pro-
vincial administration and the Minister 
for Social Affairs and Employment, 
agreed to carry out an experiment 
whereby unemployed jobseekers tem-
porarily replace workers who are going 
on training leave. 
Six large organizations in the busi-
ness service sector (banks, insurance 
companies and sickness insurance 
funds) with a total of 8 000 employees 
are taking part in the experiment. As a 
consequence of technological develop-
ment, social renewal and changes in the 
market conditions, these organizations 
need to intensify training efforts. The de-
mands on workers are constantly being 
raised. The present plan, worked out at 
the request of the provincial administra-
tion, deals with job related training for 
those workers who are confronted in 
their everyday work with all sorts of new 
developments and thus with changes in 
their |obs. The intention is to train, over 
the coming four years, at least 100 per-
sons per year for an average of 10 work-
ing weeks. They receive training leave 
and retain their legal status. 
Unemployed jobseekers should be 
taken on as temporary replacements of 
those taking training leave. They receive 
an employment contract for a limited pe-
riod of time. In this way they are again 
provided with work experience and can 
improve their position on the labour 
market. There is also the possibility of 
the jobseeker being first trained for tak-
ing on the temporary job. 
The financial costs are spread over 
the various participants. At the same 
time, use can be made of the existing 
schemes of the GAB, the regional em-
ployment office (such as KRS, the 
framework regulation for training). The 
Ministry of Social Affairs and Employ-
ment contributes towards the training 
costs of the workers, paying HFL 100 for 
a day's training up to a maximum of HFL 
5 000 in each case provided that the 
worker is temporarily replaced by an un-
employed jobseeker. Similarly, the Min-
istry of Economics is considering contri-
buting towards the overhead costs. 
United Kingdom: New 
training programme 
All of the Government's existing 
training programmes 'for unemployed 
people over 18 are to be brought to-
gether into a single new training pro-
gramme. The new programme will em-
brace two of the major existing schemes 
— the community programme and the 
job training scheme. It will involve a sub-
stantial reform of the community pro-
gramme including a major enhancement 
of its training element. 
It will have an annual budget of just 
under UKL 1.5 billion, the same as the 
total for the schemes it will replace. 
When fully operational, it will provide 
training for about 600 000 people a year. 
Long-term unemployed people are 
the programme's priority target. The em-
phasis will be switched away from pro-
viding temporary jobs as an alternative 
to unemployment and towards providing 
training to help unemployed people to 
get into permanent jobs. 
The existing programmes will com-
bine to form one simple and flexible pro-
gramme, responsive to the needs of the 
individual and to the changing labour 
market. 
The programme will provide up to 12 
months training for anyone who has 
been out of work for more than six 
months. Persons will enter the scheme 
through Restart interviews and jobcen-
tres. Training agents will assess the 
needs and aptitudes of individuals, draw 
up a personal training plan for each and 
place them with a suitable training prov-
ider. 
Training providers will include em-
ployers, chambers of commerce and vo-
luntary and training bodies. Managing 
agents now in the community pro-
gramme and job training scheme will 
play a full part. The new programme will 
provide training and practical experi-
ence with employers and on projects. 
The emphasis will be on practical learn-
ing to help people get back into jobs. 
All trainees will be paid an allowance 
(UKL 10-12 weekly) which gives a lead 
over their previous benefit entitlement. 
This will change the current payment 
system of the community programme. It 
has been found that the community pro-
gramme does not, at present, attract un-
employed people with dependents. It 
has become increasingly a programme 
for single people rather than the family 
man with children, and a part-time pro-
gramme with very little opportunity for 
training. The new payment system aims 
to remedy this situation and make it 
clear to potential applicants that they will 
be better off on the scheme than on 
benefit. 
Details of the new programme were 
published in a White Paper on 16 Febru-
ary 1988. 
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Job creation 
Greece: Projects for job 
creation 
Decision No 33227/13.1.1988 of the 
Minister for Labour extends the funding 
of employers for the creation of new 
jobs. Under this decision private enter-
prises, local authorities, public utility 
services, cooperatives, etc. are grant-
aided in cases of hiring a new employee 
without dismissing existing personnel. 
This programme aims to create 
16 000 new jobs for persons up to 25 
years of age and 26 000 new jobs for 
persons over 25. 
The amount of the funding varies 
from DRA 1 000 to 1 700 per day per 
person, depending on the category of 
the individual (i. e. university graduate, 
repatriate, etc.). 
Special funding of DRA 1 700 per 
day is provided for enterprises which 
hire women completing courses at 
OAED vocational training centres so 
that they can acquire the job experience 
required for obtaining a licence to exer-
cise a profession. 
The duration of the funding is one 
year. However, the employer is required 
to keep the worker employed for at least 
a further six months. 
Decision No 33198/18.1.1988 of the 
Minister for Labour extends the pro-
gramme which gives grants to employ-
ers for hiring persons with special 
needs. It provides for 450 new jobs for 
disabled persons up to 25 years of age 
and 950 jobs for those over 25. The 
grant-in-aid can amount to DRA 1 700 
per day for a 12-month duration. The 
employer is required to keep the em-
ployee for at least a further six months. 
Decision No 33205/13.1.1988 of the 
Minister for Labour provides for the 
creation of two new programmes for 
funding individuals about to become 
self-employed for the first time. The one 
provides finance for 3 500 18-25 year 
olds and the other for 9 000 persons 
over 25. 
The total amount available for each 
person is DRA 350 000 for the manufac-
turing sector and DRA 250 000 for ser-
vices and commerce. This sum is paid 
in instalments. 
These programmes exclude the fol-
lowing: 
(a) persons for whom suitable work 
could be found relatively easily; 
(b) the creation of businesses relative to 
professions' specialization, such as 
doctors, pharmacists, lawyers, 
engineers, notaries, etc.; 
(c) the creation of businesses having no 
permanent establishment, being 
seasonal in character or being con-
nected with gambling or politics; 
In cases of the creation of a com-
pany, it is possible to fund up to three 
persons. 
Special 
categories 
of workers 
Spain: Plan for women's 
equality of opportunity 
(1988-90) 
Over the last months of 1987, the 
Council of Ministers adopted the action 
plan for the equality of opportunity of 
women (1988-90). 
This plan is based on the ideas of 
the United Nations expressed both in 
the Convention on the banning of all 
forms of discrimination towards women 
and the Nairobi Strategies for the prom-
otion of women. Furthermore, by joining 
the European Communities, Spain ac-
cepted various directives concerning the 
principle of equality in work and in social 
security and approved the medium-term 
action programme (1986-90) for women's 
equality of opportunity. 
The plan for women's equality of op-
portunity (1988-90) was drafted by the 
CRIM, the managing board of the 
women's institute (a body attached to 
the Ministry of Culture), on which 12 
ministerial departments are repre-
sented. This plan includes a series of 
measures linked to legal regulations, the 
family, health, education, culture, voca-
tional training, employment, social pro-
tection, international cooperation and 
asociacionismo; all these measures aim 
at correcting inequalities currently exist-
ing in these areas. 
The objective of the plan is not only 
to further develop legislation on the 
principle of equality but also to modify 
the different attitudes of Spanish society 
which impede women's access to a real 
situation of equality. 
Responsibility for actions needed to 
carry out the plan rests not just with the 
Ministry of Culture but also with the 
other ministries involved in the discus-
sion of specific subjects which make up 
the action programme. 
As regards the Ministry of Labour 
and Social Security, actions must be 
taken aiming at: 
(i) improving knowledge of the social 
condition of women, in particular as 
regards work. This is to be done by 
adapting official statistics, studies 
and research to be carried out on 
changes in the situation of women 
and in particular in their situation on 
the labour market; 
(ii) promoting women's vocational train-
ing and employment by intensifying 
vocational guidance services; satis-
fying the special skills' requirements 
of specific categories of working 
women (in rural environments, ser-
vice for the family, home-working); 
and retraining those who want to re-
turn to working life after having left it 
for family reasons; 
(iii) setting up a vocational training pro-
gramme for women in agriculture 
and in rural zones, the aim being to 
enhance their opportunities in work-
ing life and not be subject to discri-
mination in all areas of rural life; 
(iv) promoting equality of women in dif-
ferent high level positions in public 
administration; 
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(ν) fostering access of women to posi­
tions of responsibility, particularly in 
sectors which are traditionally con­
sidered to be 'male' and in those 
linked with new technologies in pu­
blic and private sector enterprises; 
(vi) preventing discrimination on the 
grounds of sex during access to 
employment and in industrial rela­
tions; 
(vii) making employment compatible 
with maternity and paternity through 
the amendment of the correspond­
ing legislation. 
These actions seek, among other 
things, to foster women's integration in 
the labour market, in spite of their cur­
rent low participation rates. However, 
there has of late been a growth in 
women's employment as well as in their 
employment prospects. The female ac­
tivity rate has hence grown and is cur­
rently 31.9%. 
Placement 
Federal Republic of 
Germany: Vacancies on 
radio and TV 
Since 1 January 1988 radio and tele­
vision are also allowed to publicize job 
vacancies and situations wanted. This 
was previously restricted to the printed 
word. The new ruling comes in the wake 
of the eighth amendment to the Labour 
Promotion Act (AFG). It is intended to 
improve the chances of finding employ­
ment. 
The Federal Minister for Labour and 
Social Affairs and the President of BA, 
the Federal Employment Institute, have 
called upon radio and television to help 
those workers who are affected by un­
employment by making use of the new 
opening. Thus, they should provide in 
the context of their programmes addi­
tional broadcasting time for job vacan­
cies and situations wanted as well as for 
general labour market topics. The idea 
would be to have programmes at spe­
cific times on topics related to work and 
careers which would include job vacan­
cies and conceivably situations wanted. 
As inquiries to the headquarters of 
BA show, it is above all private broad­
casting stations which want to use this 
opportunity. The contribution of the BA 
can, because of its tight budget, only be 
non-material. The BA offices cannot at 
present pay for the broadcasting of va­
cancies on radio and television. 
The private broadcasting stations 
have first to produce proof that it is 
worthwhile to offer vacancies by elec­
tronic media. Potential contractors, 
above all firms and administrations, 
must moreover get used to the fact that 
there is now this new channel for filling 
vacancies. Jobseekers will also have to 
get used to the existence of the new 
media. 
Miscellaneous 
Greece: Free movement of 
workers between EEC and 
Greece 
The transitional period for the free 
movement of workers between other 
EEC Member States and Greece ended 
on 31 December 1987. 
Since January 1988 citizens of other 
Member States have the freedom to 
work in Greece under the same condi­
tions as Greeks. Likewise, Greeks have 
the same rights to work in other Com­
munity countries, 
By presidential decree 499/77 the 
Directive 68/360/EEC has been incorpo­
rated into Greek legislation. According 
to this Act, Community citizens are enti­
tled to a 'residence permit' allowing 
them to stay and work in Greece. No 
other changes in the Greek legislation 
were needed since it does not provide 
any discrimination or different treatment 
between nationals and non-nationals as 
far as the labour relations are con­
cerned. 
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Promoting the 
Belgium 
Denmark 
Federal Republic 
of Germany 
Greece 
Spain 1 
2 
France 
Ireland 1 
2 
3 
entrepreneurial capacities of the unemployed 
Measures 
launch year and numbers 
Prêt subordonné chômeur (1983) 
1984: 3 092 participants 
1985: 3 697 participants 
Allowance to entrepreneurs 
(1985) 
A F G - 8 . Novelle (1988) 
Sell-employment initiatives 
(1986) Sept. 1986-Sept. 1987: 
4 000 participants 
Capitalización de las presta-
ciones por desempleo (1985) 
1985/86: 71 901 participants 
Promoción del empleo en coop-
erativas, ILEsoautoempleo. 
Aide aux chômeurs créateurs 
d'entreprises (1980) 
1986: 71 577 participants 
1987: 63 159 participants 
Enterprise scheme (1983) 
1984: 5 087 participants 
1985: 5 254 participants 
1986: 5 281 participants 
Community enterprise pro-
gramme (1983) 
1985: 140 participants 
1986: 251 participants 
Start your own business pro-
gramme (1981) 
1985: 2 062 participants 
1986: 1 804 participants 
Beneficiaries 
Unemployed receiving full ben-
elit, creating their own enterprise 
or becoming self-employed 
while working with others. 
For long-term unemployed older 
than 25 having already been 
through one job offer. 
For persons registered as unem-
ployed since at least four weeks. 
Unemployed in receipt of ben-
efit. Up to 7 young unemployed 
can put their grants together 
provided they create a common 
enterprise or cooperative. 
For unemployed entitled to ben-
efit if they set up an own busi-
ness, become member of a 
cooperative or of a worker-
owned company. 
For unemployed on the live re-
gister who start working in a 
cooperative, an LEI or become 
self-employed 
For unemployed in receipt of 
benefit or entitled to it. 
For unemployed on the live re-
gister for 13 weeks and for unem-
ployed who have just linished a 
training course. 
For community organizations 
creating employment or raising 
the general level of enterprise 
and sell-help among young peo-
ple (especially unemployed) 
People (also unemployed) who 
have a good idea for a product 
or service and wish to set up 
their own business 
Start-up capital 
Loan in form of a credit line of maximum BFR 500 000 (ECU 
11 600) for minimum 10and maximum 15years, at an advan-
tageous interest rate 
Allowance corresponding to 50% ol maximum rate of unem-
ployment benefit (DKR 54 000 i.e. ECU 6 800 per year). Pay-
able for up to 3'/j years after completion of the job offer. 
Bridging Allowance amounting to the last benefit/assist-
ance received. Paid for 26 weeks. 
Grants ol maximum DRA 300 000 ( 1 250 ECU). 
Capitalization ol the benefit 
50 or 100% exemption ol employers contributions to social 
security depending if they set up on their own or if they be-
come member of cooperative. 
1. Financial subsidy of up to PTA 500 000 (ECU 3 600) 
2. Subsidy ol up to PTA 500 000 (ECU 3 600) for members of 
cooperatives less than 25 or for LTUs more than 25. In 
case ol self-employment, the subsidy is given only if 
there has been capitalization of benefit or entitlement to 
other financial aid. 
3. Extra subsidies for 25 years old if they create a worker or 
a teaching cooperative. 
Grani amounting between FF 10000 and 40000 (ECU 1 400 
and 5 700) depending on previous work references and 
length of enrolment in employment office. 
Possibility to capitalize up to 26 weeks ol the PRB (pay-re-
lated benefit). Weekly allowance of IRL 30 or IRL 50 instead 
of unemployment payments for 52 weeks (ECU 39 or 65). In 
some cases lhe allowance may be paid as a lump sum. 
Following maximum grants (in IRLs) are available: Busi-
ness development (1 000) ; hiring ol enterprise worker 
(17 000): Workshop (36 000): managers salary (10 000); fi-
nancial and administration costs (2 000) ; wage subsidies 
(5 000) ; marketing development (2 000) 
Weekly training allowance based on social welfare entitle-
ments 
Managementtraining/ 
guidance 
Facilities for training in 
management. 
Technical assistance 
provided through FIP-
plan 
Courses in community 
enterprise and commu-
nity development are 
available 
Required conditions 
1. Viability: The proiects have to be economically viable. 
1. Viability: The luture occupation has to be likely to pro-
vide adequate basic income. 
2. Working time: Working week ol at least 18 hours. 
1. Working time: New activity has to be the main activity. 
2. Nature of enterprise: New activity has to be new, employ 
less than 10 persons and be a permanent establishment. 
3. Nature ol activities: Not lor professions. 
1. Viability: Projects must be viable. 
1. Own capital: Own capital of IRL 500 (ECU 650) 
2. Nature ol enterprise: The business must be new and in-
dependent and not linked with an existing enterprise. 
1. Viability: Identification of a business idea plus demon-
stration ol capacity and commitment to starting own bu-
siness. 
Italy 1 
2 
Luxembourg 
The Netherlands 
Portugal 1 
3 
4 
5 
United Kingdom 
1 
2 
Imprenditorialità giovanile nel 
Mezzogiorno 
L44/86 0984) 
Credito alla coopenazione 
L.49/85(1985) 
Aide à la création d'entreprises 
(1983) 
Start-up assistance (1984/85) 
Criação de actividades indepen-
dentes (1987) 
ILE (1986) 
Criação do propio emprego 
(1987) 
Artesanato (1987) 
Enterprise allowance scheme 
(1982) Oct. 1986: 68 000 part. 
Since begin: 185000 part. 
City action teams (1985) 
Unemployed youth (18-29) living 
in Mezzogiorno. 
Redundant unemployed workers 
who create a new cooperative or 
take over all or part of a declin-
ing enterprise and make it into a 
cooperative. 
Unemployed receiving full ben-
efit and difficult to place. 
Unemployed in receipt of benefit 
and persons threatened with un-
employment. 
Youths between 18 and 25 years, 
seeking for first employment and 
LTUs. 
Priority given to projects with 
most youths (18-25) looking for 
first job and LTUs (1 year or 
more). 
Youths under 25 or LTUs who 
have completed a vocational 
training course of the IEFP dur-
ing the 2nd hall ol 1986. In Mad-
eira, for every trainee finishing 
after the 1 July. 
Craftsmen under 25 or LTUs 
Unemployed for at least 8 weeks 
and receiving unemployment or 
supplementary benelit. 
Unemployed amongst ethnic 
minorities (not exclusive) 
The new entrepreneurs are entitled to: 
(a) Up to 60% of initial equipment and instalment costs with 
a maximum of LIT 5 milliard (ECU 3 million), (b) Loan for 
first investment at advantageous lending rate. Up to a ceil-
ing of 30% of the total initial investment, (c) Contribution to 
the management fees, degressive during the first 3 years. 
Non-repayable grants the amount of which depends on the 
CIG-benefits received earlier by each member. As a whole 
they cannot exceed three times the capital subscribed by 
each cooperative. A special fund has been created for this 
purpose. 
Capitalization of the benefit during the first 6 months follow-
ing the taking up of the activity. 
(a) Allowance in replacement of unemployment benefit or 
social assistance and as income supplement (to the income 
from the business) up to the level of social assistance. Paid 
for an initial period of months which can be extended. 
(b) Loan of up to HFL 25 000 (ECU 10 780). 
Non-repayable grant of ESC 5192 (ECU 32) a week (1987), 
paid all at once for a maximum period of 12 months which 
cannot cover more than one calendar year. 
Non-repayable grants and/or loans without interest. 
Non-repayable grant amounting to: (a) on the continent, 12 
times the national minimum income (b) in Madeira, 12 
times the minimum income valid there. 
Non-repayable grant equal to the national minimum in-
come. 
Flat-rate taxable allowance of UKL 40 a week (ECU 58) for 52 
weeks. 
Venture capital fund. 
Technical support train-
ing and professional 
guidance. 
Technical help 
Councelling and guid-
ance by the Department 
ol Employment 
1. Nature ol activities: Cooperatives and societies have to 
produce goods in agriculture, in crafts, in industry or in 
services to the productive sector. 
2. Nature of enterprise: The majority of the staff of the 
cooperatives and societies has to be between 18 and 29 
years old, in order to receive the aid. For a period of 5 
years after start up, their shares cannot be transferred to 
persons being older 
1. Own capital.Own capital ol LIT4 million (ECU 2 700). 
2. Nature of enterprise: The new cooperative have both to 
produce and to employ (di produzione e lavoro). They 
need at least 9 members in order to be founded, all of 
them being older than 25. 
1. Viability: Six months after start-up, the municipality will 
assess whether the business is developing according to 
expectations. 
1. Viability: The initiatives have to be socially and economi-
cally viable. 
1. Working time: Average working week of 40 hours is re-
quired. 
1. Own capital: Own capital of UKL 1 000 (ECU 1 450) 
2. Working time: Working for at least 36 hours a week 
3. Nature of activity: New business has to be the whole in-
vestment 
New technology and social change: 
Overview of recent events in the Community countries1 
Introduction 
I. Government policies 
1. R&D and industrial policies 
2. Labour legislation 
3. Data protection 
II. The attitudes of the two 
sides of industry towards 
new technologies 
1. Employers 
2. Trade unions 
3. Collective agreements and 
labour disputes 
III. Studies and research 
on social effects 
of new technologies 
1. Diffusion of information 
technology 
2. Employment 
3. Skills and qualifications 
4. Work organization 
and working conditions, 
health and safety 
Introduction 
In the first few months of 1988 the 
governments of several Member States 
have re-defined their priorities as re­
gards technological policies and have 
stated their intention to continue sup­
porting the information technology sec­
tor. A number of relatively new orienta­
tions underlying these statements can 
be identified: first, a number of govern­
ments stress the importance of research 
programmes of more immediate appli­
cability at industrial level and of colla­
borative programmes, involving the par­
ticipation of different partners, namely 
public institutions, university and indus­
try. Secondly, the European dimension 
becomes increasingly important, imply­
ing a greater effort of coordination be­
tween national and European pro­
grammes. Finally, several countries de­
clare that priority shall move in favour of 
small and medium-sized enterprises, 
thus redressing the lack of balance 
which has occurred till now, whereby 
large-scale firms have often obtained 
the lion's share of public research 
funds. 
The protection of individuals from illi­
cit storage and use of personal data and 
information is a matter of concern in all 
countries. Some countries did not have 
until now — and some still do not have 
— legislation on this issue; in other 
countries data-protection laws have 
been in force for several years, but this 
type of legislation needs to be modified 
and updated frequently, as changes in 
information technology may rapidly 
make provisions inadequate. A section 
in the chapter on government policies 
reviews new legislation and amend­
ments to existing laws which have been 
approved or proposed in the last period 
in some countries. Provisions are often 
similar, the main problem being to avoid 
illegitimate exchanges of information be­
tween computerized databases, which 
would disclose sensitive data collected 
for specific uses to other unauthorized 
institutions. However, it is not always 
easy to reconcile the aims of protecting 
privacy and of avoiding too binding con­
straints which eventually make the law 
too complex to be smoothly imple­
mented. Moreover, public institutions 
are often the holders of the largest data­
bases, and they are sometimes reluct­
ant to accept constraints to their free­
dom of use of information. 
Several issues of debate were at the 
core of the attention of employers and 
trade unions in this period, sometimes 
going beyond new technology stricto 
sensu to cover broader issues such as 
working time and how to obtain greater 
competitiveness for national industry. In 
the Federal Republic of Germany, it is 
precisely the electronics firms that are 
making pressures for an extension of 
working time, arguing that this is neces­
sary to maintain competitiveness on the 
world market. The unions reject the em­
ployers' arguments, but Sunday work is 
being all the same negotiated in some 
firms. In Denmark, the trade unions 
make proposals to improve competitive­
ness of Danish industry through a more 
effective strategy combining new tech­
nology, product innovation and quality 
improvements, rather than by conven­
tional means such as lower wages. In 
several countries trade unions are also 
concerned about the need to adopt a 
less defensive and more active strategy 
towards new technologies and to pay 
greater attention to occupational groups 
which have been until now at the margin 
of union activity. Thus, mergers between 
unions are taking place in the countries 
where the union movement is tradition­
ally broken down into different occupa­
tional groups with a view to being 
stronger in technologically advanced 
sectors. In other countries, greater atten­
tion is being paid to white-collar work­
ers and to the workers of the services 
sector, both groups being traditionally 
' Prepared by the Commission on the basis of in­
formation provided by the EPOS network of 
correspondents on new information technolo­
gies, which comprises the following experts: G. 
Valenduc (B), J. Reese (D), N. B|orn-Andersen 
(DK), J. I. Palacio Morena (E), N. Azoulay and 
V. Champetier (F); M. Nikolinakos (GR), M. E. 
J. 0'Kellyand J. F. Dinneen (IRL), P. Piacentini 
(I), D. van der Werf (NL), L Tadeu Almeida (Ρ), 
T. Brady (UK). Coordinator for the Commission: 
A. S. Piergrossi. 
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less organized but increasingly import-
ant in the changing employment pattern. 
Collective agreements and industrial 
disputes which occurred in this period 
concerned in general broader issues 
than new technologies. There were 
renewals of sectoral collective agree-
ments in some countries, disputes on 
wage issues and on proposed changes 
in labour market legislation in others. On 
technological issues, agreements were 
reached more easily in local negotia-
tions and on specific problems, such as 
working time and changes in qualifica-
tions, while assessment studies carried 
out on comprehensive technological 
agreements and on legislation concern-
ing information rights of works councils 
pointed to a number of shortcomings 
and provisions which cannot be satis-
factorily implemented. 
Studies and surveys on the diffusion 
of information technology continue to 
show high rates of introduction of auto-
mated manufacturing equipment in com-
panies, and even higher in office work. 
In all countries, a significant difference is 
found between large and small firms, 
which means, looking at it the other way 
around, that there is still much scope for 
market growth. The only 'sector' where 
obstacles and reluctance have been 
found is households, despite a declared 
growing acceptance of the benefits of 
computers by the general public. 
Studies on employment and qualifi-
cations keep on providing a rather 
mixed picture. Jobs are being created in 
some technologically advanced activi-
ties, but sometimes less than originally 
planned or expected. However, jobs 
may also be created almost exclusively 
in traditional activities, as a Portuguese 
document examining trends over the 
past year points out. Skill shortages 
continue to be reported for information 
technology professionals and other 
technology-related jobs; the need for a 
generally higher level of qualifications 
keeps on emerging from studies, but 
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other studies point out that the new 
work organization made possible by the 
introduction of computers does not ne-
cessarily make jobs more skilled. 
Working conditions and health prob-
lems continue to draw the attention of 
the two sides of industry. Studies on 
legislation regulating working conditions 
point out that also this set of rules 
needs to be continuously adapted to 
technological change, although employ-
ers are not always convinced that these 
matters should be regulated by law. As 
regards health and safety, the hazards 
linked to work with screens and robots 
continue to be investigated, but also 
Xeroxing equipment is getting attention. 
Moreover, computers may produce psy-
chological problems when used at an 
early age, as was revealed at a medical 
conference in the Federal Republic of 
Germany. 
I. Government 
policies 
1. R&D and industrial 
policies 
In the Federal Republic of Germany, 
the Minister for Research and Technol-
ogy stated the Government's intention 
to carry on with the promotion of high 
technology, particularly information 
technology, microelectronics, new mate-
rials and biotechnology. In 1987 finan-
cial support to R&D coming from Fed-
eral Government, Länder and local gov-
ernments amounted to 3.3% of public 
budget, a share which did not change 
substantially since the mid-1970s.' The 
decision to keep on promoting informa-
tion technology was supported by the 
results of the study 'Informationstechnik 
2000', prepared for the Ministry of Re-
search and Technology by experts from 
industry, universities and research insti-
tutes. The study puts forward an annual 
financial requirement of DM 8 000 mil-
lion for R&D in different fields of informa-
tion technology, which should come 
largely from the private sector, but still 
implies an important engagement by the 
public sector. Many groups, and particu-
larly the trade unions, argue against this 
engagement, as far as it leads to a fur-
ther increase in subsidies to large-scale 
enterprises in the electronics sector. 
The coordinator of the study defended 
the industrial policy proposals by argu-
ing that the study does not demand 
more subsidies but rather more invest-
ment in view of future developments and 
that national support to R&D is a tradi-
tional infrastructural task of the public 
sector in all industrialized countries.2 
Another study, by the Ifo-lnstitute, gave 
a rather optimistic view of the competi-
tiveness of the German high-tech indus-
try, at least relative to other countries. It 
came to the conclusion that German in-
dustry can escape the competition from 
low-wage countries in South-East Asia 
better than Japan and the USA. Japa-
nese and American industries find 
themselves competing on prices with 
the NICs on the same products, while 
German industry is much more special-
ized in applications of information tech-
nology in industrial engineering, where 
competition is not so strong. However, 
this kind of specialization makes Ger-
man industry particularly sensitive to 
economic cycles in the world economy.3 
Not only the Federal Government, 
but also Länder and local governments 
continue in their efforts to promote high-
tech industrial development particularly 
in regions of declining industry through 
the establishment of technology parks. 
Though evaluation studies could not yet 
confirm the positive impact of such poli-
cies, new initiatives are being launched: 
e.g. the State government of Baden-
Württemberg initiated a large-scale 
technology park called 'Technopolis 
Ulm', which includes the foundation of 
six new R&D institutes at Ulm University. 
The first institute, specialized in artificial 
. intelligence, has been set up in cooper-
ation with large-scale enterprises, 
among which Daimler Benz. 
However, not all federal programmes 
continue with the same degree of sup-
port. The long running programme on 
the 'humanization of the workplace' ('Hu-
manisierung des Arbeitslebens') was 
severely cut in the parliamentary debate 
on the 1988 budget. The programme will 
suffer a shortage of DM 11 million in 
1988. Experts from the opposition criti-
cized this budgetary decision which 
means that the government will not be 
able to support new projects and that 
the programme may possibly come to 
an end in the next few years. Neverthe-
less, the programme received positive 
assessments from many sides, in so far 
as it gave an opportunity to scientists to 
come in contact with the real world 
within the firms, and to shop stewards 
and managers to receive intellectual sti-
muli and incentives to explore alterna-
tives. Though this was under many 
aspects a very difficult process, it can 
be considered an essential part of a 
democratic process to determine work-
ing conditions.4 
Finally, still in the Federal Republic 
of Germany, the Committee on Re-
search and Technology of the Bundes-
tag agreed on the recommendation to 
install a new Commission of Inquiry on 
Technology Assessment, after a long 
debate. This should continue the work 
of the previous Commission; it should 
also analyse the objections raised 
against the institutionalization of a 
standing office of technology assess-
ment and inquire into other fields of 
technology which might require political 
consideration in the future. The new 
commission is made up of nine mem-
bers of parliament and eight independ-
ent experts.5 
In the United Kingdom, the reorgani-
zation of the Department of Trade and 
Industry, following a White Paper pu-
blished by the Government in January 
1988, involved a reorientation of govern-
ment policy towards information tech-
nology research. The White Paper 
brought to an end speculation as to the 
' Frankfurter Rundschau. 24 March 1988. 
2 GMD-Spiegel. No 4/1987. 
3 Wirtschaft und Produktivität, No 3/1988. 
4 Frankfurter Rundschau. 13 November 1987. 
5 Deutscher Bundestag, 11. Wahlperiode, Druck-
sache 11/1979. 
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Government's response to the Bide 
Committee IT'86 report, which recom-
mended the establishment of a five-year 
follow-up programme to the Alvey re-
search piogramme. The White Paper 
makes it clear that the government has 
rejected the main recommendations — 
in particular, it has decided against 
funding a specific support programme 
for IT applications. Many of the existing 
IT support programmes have been 
scrapped, including the microelectron-
ics support programme (MISP).' Among 
the changes in the orientation of the De-
partment of Trade and Industry is a shift 
towards only supporting R&D which in-
volves collaboration, either between 
firms in consortia or between firms, gov-
ernment departments and academia. In 
February, under the umbrella of the Link 
programme, it was announced that UKL 
83 million worth of grants were available 
for high-technology collaborative re-
search; research areas were revealed, 
although no specific programmes have 
so far been settled. Grants are 50% with 
industry having to find the other half of 
the research funding.2 Another strand to 
the reorganization of R&D outlined in the 
White Paper was the emphasis on sup-
porting Europeen Community pro-
grammes rather than strictly domestic 
ones. Finally, in the reorganization of the 
Department of Trade and Industry em-
phasis has shifted towards support of 
small firms especially in the regions. 
In Italy, where disagreement and 
long delays in the approval of the 1988 
State Budget implied a virtual stagnation 
of all other legislative activities including 
the bill providing for the creation of the 
Ministry of Scientific and Technological 
Research, taking over all competence 
presently shared with the Education 
Ministry, the main orientations of the re-
search policy have nevertheless been 
presented by the Research Minister. 
Main objectives are the growth and bet-
ter qualification of human resources; fill-
ing the gap between basic and applied 
research, between sectors and between 
North and South; and a better coordina-
tion between national and international 
programmes. As regards the second 
objective, the investment programmes 
of the three main public research bodies 
plan a significant increase of the share 
going to the South, which should also 
bring about an increase in the share of 
research staff in southern research cen-
tres. As regards concrete policy mea-
sures, the only initiative approved in the 
first few months of 1988 is a bill provid-
ing low-interest credit to industrial re-
search in small and medium-sized en-
terprises. The programme is expected 
to run for 12 years. Notwithstanding the 
engagements of the government, the re-
sults of the annual survey of scientific 
and technological research carried out 
by the National Statistical Institute show 
that public expenditure on research in-
creased by only 3.2% in 1987, much 
less than research expenditure of the 
private sector (which increased by 14%). 
As a result, the ratio of research ex-
penditure to GDP kept constant at 1.2%, 
the same as in 1986. 
The Spanish national plan for scien-
tific research and technological devel-
opment has been approved, bringing to 
completion the process of establishing 
a technological policy initiated by the 
Law for the Promotion and General Co-
ordination of Scientific and Technologi-
cal Research. Research priorities have 
been assigned to microelectronics, adv-
anced automation and robotics, informa-
tion technology and communications. 
According to some estimates presented 
by the National Secretary for the plan, 
expenditure on R&D amounted to 0.8% 
of GNP in 1987, shared in equal parts by 
private and public companies on the 
one side, and the public administration 
and higher education on the other side. 
Engineering and technology make up 
57% of the total. The estimated number 
of research workers (in full-time equiva-
lents) is 19 000, 55% of whom are in 
higher education and 26% in compan-
ies. 
Besides the national government, re-
gional governments in the Autonomous 
Communities have also developed tech-
nological policies. That of the Autono-
mous Community of Madrid focuses 
specifically on information technologies. 
Its aims are to favour technological de-
velopment, paying special attention to 
small and medium-sized enterprises, 
and to promote those economic activi-
ties which are of the greatest strategic 
importance for the region. Some imple-
mentations can already be mentioned: 
the establishment of an inventory of 
technological resources available in uni-
versities and public research centres; a 
centre for the diffusion of new technolo-
gies, which is expected to deal not only 
with technical aspects, but also with the 
social diffusion and with training; the 
creation of the Madrid Technology Park. 
The latter is becoming a favourite loca-
tion for electronics firms, thus streng-
thening the role of the Madrid area, 
which even before the creation of the 
Park used to be the region where more 
than half of the electronics sector was 
concentrated. The Park is open to re-
search centres, industry and specialized 
services, upon condition that they create 
highly qualified jobs and they respect a 
number of limitations concerning pollu-
tion, noise, radiation, waste disposal. 
Firms locating in the Park are entitled to 
subsidies, preferential treatment in ob-
taining credit and fiscal benefits. 
Likewise in Spain two major mea-
sures of industrial policy were adopted 
in December 1987. The first is the sec-
ond national electronics and informatics 
plan (PEIN II), which covers the period 
1988/90 and puts forward the following 
strategic lines: to take measures to pro-
vide companies with the necessary con-
ditions for generating technology, in 
consideration of the relative backward-
ness of Spanish industry; to establish 
closer international links, through the 
participation in European programmes 
and the setting up of multinational com-
panies in Spain; to exploit the large in-
stitutional markets in order to favour the 
development of new products; to de-
velop the infrastructure for the electron-
ics sector, including coordination of 
R&D, technological diffusion, market an-
alysis and training. Moreover, a number 
of sectoral measures are specifically 
planned for components, telecommuni-
cations, electronics for defence and civil 
navigation, industrial electronics, elec-
' DTI — The Department lor Enterprise. Com-
mand 278. HMSO, 1988. 
: Guardian. 4 February 1988. 
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tromedicine, 
equipment.' 
software and computer 
The second piece of legislation ap-
proved in December 1987 is the Law on 
the Regulation of Telecommunications 
(LOT). The basic orientation of the origi-
nal government proposal2 has not been 
changed. The law opens up the supply 
of telecommunications services to free 
competition, with the exception of final 
or bearer services which will still be pro-
vided by the State monopoly. Moreover, 
the acquisition of terminals is liberalized, 
putting an end to the monopoly of the 
Compania Telefonica Nacional de Es-
pana in this field. The law is still to be 
complemented by technical regulations 
and by the national telecommunications 
plan, which shall define a number of 
aspects such as the range of public ser-
vices, the programmes for the introduc-
tion of new services, the introduction of 
digital techniques, etc. as well as invest-
ment to be made and timing.3 
In the first few months of 1988 the 
French Government adopted some 
measures to favour research and train-
ing in firms through fiscal incentives. 
These measures concern all firms, but 
they are specifically aimed at small and 
medium-sized enterprises. As regards 
training, tax credits are granted automat-
ically to firms increasing year by year 
their training expenses, in the frame-
work of a three-year plan. The Govern-
ment expects a 50% increase in training 
expenses over five years. As regards re-
search, the problem is, as the Minister 
for Research stated in February, that pu-
blic support is far too concentrated in 
few industrial sectors. As an example, 
electrical, electronics and aerospace in-
dustries receive 83% of public support, 
while they carry out only 42% of R&D 
expenditure. The measures concern a 
change in the criteria for allocating fiscal 
credits to research, which is expected to 
favour small and medium-sized enter-
prises. The share of SMEs in these 
credits increased from 15% in 1986 to 
25% in 1987; the aim is to attain 35% by 
1989. Other measures were proposed 
by Anvar (the National Agency for the 
valorization of Research) which, on the 
one hand, invited financial institutions to 
provide more credit to innovation pro-
grammes of SMEs; on the other hand, it 
stressed the need for firms to present 
commercialization programmes for their 
innovative products in order to obtain fi-
Copynghl: Rudman/R.E.A. 
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nancing. As a matter of fact, 30% of the 
projects fail when they reach the phase 
of industrialization and commercializa-
tion, since investment required is much 
higher than in the research phase. 
Moreover, Anvar itself is planning to pro-
vide grants to small and medium-sized 
enterprises which recruit researchers. 
While most governments are still 
planning to increase their research bud-
gets, in the Netherlands budgetary con-
straints are being given priority, with the 
result of reducing the scope for some 
technology programmes. The proposals 
put forward by the Dekker Commission 
for a comprehensive technology policy 
are being only partly implemented, 
since the budget proposed by Dekker 
has been cut by 50%;' later on, in Feb-
ruary, the Government decided to with-
draw the investment subsidies, granted 
under the Investment Regulation Law 
(WIR). The reason for this measure is to 
obtain budgetary savings; a part of 
these savings will be used for tax reduc-
tions, particularly on company tax. A 
smaller part will be used for vocational 
training of adult workers. However, if the 
large investment stimulation which was 
expected from the WIR no longer mate-
rializes, there may be negative effects 
on employment. 
The Danish Ministry of Industry and 
the Technological Council established 
in 1987 a four-year programme aimed at 
supporting companies which send em-
ployees abroad to learn and bring home 
new knowledge useful for production 
and for the competitiveness of the com-
pany. The company pays at least 20% of 
the employee's salary, the remainder 
and travel expenses being covered by 
the programme.2 
Likewise in Denmark, in the April 
1988 issue of the newsletter of the Parli-
amentary Council of Technology As-
sessment, the project manager of one of 
the publicly supported projects for the 
assessment of the social impact of infor-
mation technology (the Ravnsborg 
Bredbansnet Fejo project) draws some 
conclusions from his experience, point-
ing out the enormous difference be-
tween the amount granted to projects 
concerning the assessment of the social 
impact of information technology and 
the amount granted to the technology 
development programme (the former 
being 2% of the latter). He believes, con-
sequently, that the present 'social' tech-
nology assessment can not be ex-
pected to have any significant impact on 
the development and implementation of 
technology. He calls on researchers to 
cooperate with local technology assess-
ment projects in order for these to gain 
influence on technological innovation 
and for researchers to take into account 
the experiences and attitudes of local 
assessment groups.3 
The Greek Government Council on 
Informatics defined, in its meeting in 
January 1988, the long-term objectives 
of the government in the area of informa-
tion technology. The more immediate 
objectives are the following: the creation 
of databanks for the public sector; the 
submission to the Parliament of the final 
law draft on the protection of citizens 
from the storage and processing of per-
sonal information; the establishment 
and development on an IT industry 
based on the know-how of Greek scien-
tists and technologists; the submission 
of the three-year plan (1988-90) for the 
introduction and development of infor-
matics in the public sector. 
In Ireland a new Science and Tech-
nology Agency, Eolas, was created in 
November 1987 through the amalgama-
tion of the Institute for Industrial Re-
search and Standards which dealt with 
the day-to-day technological problems 
of industry, and the National Board for 
Science and Technology, which looked 
after the research and policy areas. The 
new agency will select key areas of 
technology and come up with strategic 
goals. These will have to be industry-
driven, i.e. the agency will have to ident-
ify the kinds of products most suitable 
to Irish industry that will be manufac-
tured in three to five years time. Eolas 
will also have an input to R&D work that 
is ongoing in industry and which is 
funded by the Industrial Development 
Authority. Finally, it will supervise the 
implementation of State-supported R&D 
programmes in industry and decide 
whether or not goals have been 
achieved.4 
Finally, in Portugal a report pu-
blished by the Science and Technology 
Association for Development ACTD 
shows that almost all (95%) R&D activi-
ties carried out in universities are fin-
anced by the State. The participation of 
firms is almost non-existent, accounting 
for 0.5% of the total amount spent in 
R&D. Nevertheless, there has been a 
slight increase in the financial participa-
tion of Portuguese enterprises since 
1984. Moreover, from 1982 onwards uni-
versity research has shown a trend to 
concentrate on fields and activities of a 
more practical applicability, such as 
engineering sciences. 
2. Labour legislation 
In the Federal Republic of Germany, 
the Federal Minister for Labour drew up 
proposals for an amendment of the co-
determination act which aims particu-
larly at the definition of middle manage-
ment and their co-determination rights. 
The proposals also contain a number of 
provisions to improve the consultation 
rights of the shop stewards regarding 
the design of workplaces and work en-
vironment. Among these we can men-
tion: the right to be informed in time, at 
the beginning of the planning stage; the 
right to summon an expert; consultation 
rights referring to impacts on the social, 
personal, economic status, to the physi-
cal and socio-technical conditions of the 
intended change as well as to the qual-
ity of work and changes in qualifications. 
Shop stewards will have also the right to 
be informed about production plans, in-
vestment and rationalization measures 
having an impact on manpower plan-
ning; finally, individual workers will have 
the right to be informed before techno-
logical or organizational changes affect 
their workplaces, and will have to be 
given the opportunity to retrain and 
adapt their qualifications.5 
' AG. 10 February 1988 and 17 February 1988; see 
also Social Europe. No 1/1988. 
: Dansk Industri. No 1, 1988. 
3 TIT, April 1988. 
' 'New Agency', Technology Ireland, December 
1987; A. Cattili, 'A man of influence', Technology 
Ireland. February 1988. 
5 Handelsblatt. 24 March 1988. 
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Another amendment to labour legis-
lation, already approved, concerns the 
placement system. Following this 
amendment, job vacancies can be an-
nounced by radio and TV. Hitherto the 
Bundesanstalt für Arbeit had the mon-
opoly on the job market and individual 
ads could only be passed in the news-
paper. The amendment was introduced 
with the argument that the present im-
balance on the labour market requires 
all means to improve job chances, in-
cluding electronic media.' 
3. Data protection 
Danish legislation on the protection 
of privacy, first introduced in 1978, was 
modified in 1987 and went into effect in 
April 1988. Two laws on the protection of 
privacy exist in Denmark, namely the 
Public Data Files Act and the Private 
Data Files Act. Both have been modi-
fied, though to a different extent. Major 
changes concern the Private Data Files 
Act, since the original 1978 legislation 
could not foresee the many and diverse 
types of use and misuse to which the 
development of information technology 
could give origin. According to the new 
legislation, all private computerized files 
containing sensitive data (race, religion, 
colour of skin, information about politi-
cal, sexual, criminal, illnesses, social 
problems, drug abuse issues) are not 
permitted unless they follow explicitly 
from other legislation. All data files con-
taining sensitive data must be reported 
to the Board of Registers (Registertil-
synet). A second major change in the 
legislation is that everybody, upon in-
quiry, has the right to be informed about 
information kept by private companies 
or institutions on computer files. Regis-
tration and dissemination of personal 
identification numbers has also been 
restricted. Denmark was one of the first 
countries to introduce a unique personal 
identification number, which has increa-
singly been used in private and public 
computerized files. New legislation res-
tricts the use of the personal ID number 
in order to avoid the risk of merging 
files: thus the integration of files will be 
allowed only to update names and ad-
dresses, the only exception being elec-
tronic information files of the press, as 
long as they rely on information which 
has already been published. Other safe-
guards introduced in the Private Data 
Files Act concern, for example, the fact 
that private companies are not allowed 
to record automatically the telephone 
numbers called by their employees; 
other provisions concern credit-rating 
companies, which are bound to inform 
individuals about all information kept on 
them, computer service bureaus and 
transborder data flows. Smaller changes 
have been introduced as regards the 
Public Data Files Act. The problem in 
this case was not so much the breaches 
to individuals' privacy by public agen-
cies, but rather that the security and 
privacy requirements in the past have 
been so extensive that the efficiency of 
the public sector was hampered. Thus 
the changes which have been intro-
duced are aimed at making such re-
quirements less bureaucratic and sim-
pler. Meanwhile, public authorities are 
circulating brochures and publishing ar-
ticles in professional magazines in order 
to increase awareness, particularly of 
private companies, about the content of 
the legislation and its repercussions for 
the use of personal identification num-
bers. 
The Irish Data Protection Bill was 
presented to the Dail in October 1987. It 
regulates the way in which data about 
individuals are gathered, processed, re-
tained and disclosed by computer users 
in business, government agencies and 
other bodies. The main rights given to 
individuals by the legislation are the fol-
lowing: the right to establish the exis-
tence of data held by any person, the 
right to obtain a copy of such data, the 
right to have it rectified or erased if inac-
curate, the right to obtain compensation 
for any damage suffered. Correspon-
dingly, obligations are introduced with 
respect to businessmen and agencies 
using computers. The most significant 
provisions are that data must be ob-
tained fairly and must be accurate; they 
must be kept for specified purposes 
only and cannot be used or disclosed 
for any other purpose; they must not be 
kept for longer than necessary; and they 
must be protected by appropriate secu-
rity measures. Penalties for offences 
may apply personally to directors, ma-
nagers and others in addition to their or-
ganizations. A Data Protection Commis-
sioner will be appointed by the govern-
ment to supervise the operation of the 
legislation. Criticisms to the Bill have 
been made by some commentators; 
they concern, on the one hand, the fact 
that the legislation does not go far 
enough, since it does not apply for ex-
ample to manual data; on the other 
hand, the Bill is considered far too oner-
ous and thus difficult to implement.2 
The German Federal Privacy Act is 
10 years old and is considered no 
longer adequate from many sides. For 
example, the International Conference of 
Data Protection Officers held in Berlin 
put forward its concern about the dra-
matic increase in the storage of per-
sonal data in mass media and telecom-
munications services, which cannot be 
properly controlled in a way that ex-
cludes misuse.3 On his part, the Federal 
Minister for the Interior prepared a draft 
to amend the Act. According to the draft, 
privacy protection officers will have to 
report every second year instead of an-
nually, the object of control is more spe-
cifically defined, data protection officers 
shall be obliged to control the storage 
and use of personal data in official doc-
uments only if there is 'sufficient' ground 
for the suspicion of data misuse, individ-
uals will be able to demand information 
on personal data stored by the Federal 
administration, but a number of offices 
will be allowed to refuse such informa-
tion.4 Several objections have already 
been raised to these proposals: even 
within the Government, the Minister for 
Justice expressed different positions, 
while acknowledging that present legis-
lation reflects the 1975/76 information 
technology and is consequently inade-
quate to take into account the tremen-
' Medienspiegel. No 5/1988. 
2 B. Semple, 'Opening the databanks to the man 
in the street', Irish Times, 8 December 1987; J. 
McAleese, 'Data protection — Irish Bill less se-
vere than British', Business and Finance, 14 
January 19B8. 
3 Computer uns Recht. No 10, 1987. 
' Frankfurter Rundschau. 21 January 1988. 
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dous developments which occurred 
since then.' 
In the countries where no legislation 
on data protection yet exists, the issue 
is nevertheless debated and proposals 
of regulation are put forward. In Spain 
the right to privacy of individuals and 
families implying restrictions in the use 
of computers is stated in the 1978 Con-
stitution; however, the Constitution left 
the specific matter to be regulated by a 
law and the government has not taken 
any initiative so far to draw up legislation 
on this issue. The main databases likely 
to be affected by data-protection legisla-
tion are public: the largest ones are the 
database of the National Institute of Sta-
tistics, which is bound to keep personal 
data secret; several databases of the 
police, which are in the process of being 
connected to each other through a cen-
tralized data-processing centre; the dat-
abase of the Ministry of Economy and 
Taxation; and some other databases 
managed by public administration.2 
Both the Home Office and the Ministry 
of Economy and Taxation are reluctant 
towards a legislation which would put 
constraints on their storage and use of 
information. A case of misuse was re-
vealed by one of the main Spanish 
newspapers in April 1988. It involved the 
exchange of information on the bearers 
of the national identy card between the 
National Institute of Statistics and the 
State Secretariat of the Treasury. It was 
reported that the exchange of data, offi-
cially aimed at updating the electoral 
roll, was in fact demanded by the Trea-
sury with a purpose of tax control.3 As 
the Government does not take any in-
itiative on this issue, some citizens' or-
ganizations are discussing and presen-
ting proposals. The Human Rights As-
sociation presented a proposal for a Bill 
at a congress on 'Computers and Free-
dom' in November 1987. The proposal 
would extend data protection to compu-
terized files, manual files and to the use 
of the image and identity of individuals 
in telecommunications; it provides for 
the right for individuals to access data-
bases in order to know the content and 
use of information; it proposes the crea-
tion of a national committee for data pro-
tection; finally it provides for the right of 
individuals to refuse cooperation with 
the public administration when data 
refer to sensitive issues. 
II. The attitudes of 
the two sides of 
industry towards 
new technologies 
1. Employers 
The Danish Employers' Association 
DA commented on the proposals for a 
reform of the job security system put for-
ward by the trade unions in November 
1987.4 It denies the union's claim that 
such a reform could be seen as a 
means to create greater competitive-
ness for Danish companies. The asso-
ciation states, on the contrary, that the 
proposals would limit the rights of the 
employers to hire the best qualified 
workers, to change work tasks accord-
ing to technological change, and to ad-
just the workforce to market conditions.5 
German employers stressed the im-
portance of changes in working time in 
relation to technological development. 
The president of the employers' asso-
ciation BDA declared that in some fields 
new technology makes continuous work 
a necessary condition, both from a tech-
nical point of view and because it is the 
only way to guarantee the payoff of very 
expensive equipment. Consequently the 
employers demand the introduction of 
Sunday work, as it occurs in several Eu-
ropean countries, arguing that it will not 
only help to preserve existing jobs but 
also create new jobs in future.6 Similar 
claims were put forward by the German 
Association of the Mechanical Engineer-
ing Industry VDMA, which argued that 
the low expectations on the growth of 
the computer industry can be largely at-
tributed to short working time, high 
taxes and high non-wage labour costs. 
Nixdorf will negotiate with shop stew-
ards the introduction of Saturday work.7 
New technology brings forward also the 
need for organizational changes. This is 
one of the conclusions of a study .about 
technological development in the auto-
mobile industry, carried out by the em-
ployer-linked 'Institut der Deutschen 
Wirtschaft'. The study pointed out that, 
as a consequence of information tech-
nology, workers have much more time 
for planning, control and organization 
activities. Routine work is taken over by 
computers and robots. This calls for or-
ganizational changes including different 
concepts of management and coopera-
tion. It also requires improved training 
for the workers.8 
A number of employers' organiza-
tions in the United Kingdom made com-
ments about the shift in the policy of the 
Department of Trade and Industry and 
the reorientation of government re-
search policy.9 The ECIF, the body re-
presenting the UK's electronic chip 
manufacturers, accused the Govern-
ment of not understanding the scale of 
commitment needed from the UK Gov-
ernment to develop a national chip in-
dustry. This contrasted with other gov-
ernments who strategically supported 
their chip industries. The Computer Ser-
vices Association's Director-General 
claimed the CSA was displeased with 
the abolition of software grants and the 
rejection of a second stage for the Alvey 
research programme. On a different is-
sue, ISTA (the Information Technology 
Skills Agency) has established a special 
working party to review changes in infor-
mation technology and the conse-
quences for manpower. The working 
party, which will be made up of repres-
entatives of industry, will produce an-
nual reports predicting changes over a 
' Recht. Eine Information des Bundesministers 
der Justiz, No 11/1988, 21 March 1988. 
2 El Pais, 26 November 1987; El Globo. 1 Novem-
ber 1987. 
3 El Pais. 3 April 1988. 
' See Social Europe. No 2/1988. 
5 Arbejdsgiveren. No 4/1988. 
6 Der Gewerkschalter, No 3/1988. 
: Frankfurter Rundschau. 19 February 1988. 
8 Frankfurter Rundschau, 15 September 1987. 
9 See above, eh. 1. 
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two and five-year span. The initial study 
is partly financed by the Department of 
Trade and Industry; in future, IPSA 
hopes the Manpower Services Commis-
sion will pay for the annual review of the 
working party. 
Recent dismissals and new recruit-
ments in some large-scale firms in 
France were commented upon by the 
Deputy-General Director of Saint Go-
bain, Mr Bidegain, by stating that indus-
trial restructuring is moving from a quan-
titative to a qualitative phase. The firms 
concerned are Dassault, which dismis-
sed 1 261 workers in October 1987 and 
announced 347 new recruitments in 
March 1988, and Peugeot, which recru-
ited 1 242 between workers and techni-
cians in 1987 to announce in February 
1988 the planned loss of 3112 jobs. 
These shifts in employment are inter-
preted as being due to the fact that 10% 
to 20% of workers have a level of know-
ledge and know-how which is far too 
weak to enable them to accede to the 
new posts and responsibilities resulting 
from the introduction of new technolo-
gies. Unskilled workers used to a taylor-
isme type of work cannot be retrained to 
become operators of automated equip-
ment; they can be transferred to small 
and medium-sized enterprises and in 
this case, according to Mr Bidegain, the 
firms of origin should take care of their 
transfer to other more appropriate jobs. 
Besides the problem of skills, large-
scale firms are faced with the problem of 
an ageing workforce, and consequently 
they need to recruit younger workers. All 
this, however, should be done in the 
framework of a policy of manpower 
planning.' 
The Belgian professional associa-
tion of computer services firms Insea 
put forward, in its annual report pu-
blished in March 1988, the difficulties 
that the sector is facing and the lack of 
support from the public authorities. 
Turnover of computer services firms in-
creased by 12% in 1987, a low record 
when compared with other countries 
(e.g. France, where it was 21 %). Accord-
ing to the report, the reasons for this rel-
atively poor performance are due to the 
lack of public contracts to the software 
industry for innovative projects and to 
the low speed of computerization of pu-
blic services. Also private firms have 
little recourse to the services of software 
houses, as they very often prefer to de-
velop their own software applications in-
house. 
2. Trade unions 
In Denmark, the economists of the 
Labour Movement put forward, in Janu-
ary 1988, a number of proposals to en-
hance the competitiveness of Danish 
companies on foreign markets. They 
suggest that such proposals be 
launched by committees made up of re-
presentatives of employers, employees 
and public organizations. The back-
ground to the proposals is the remark 
that Danish industry has structural tech-
nological problems, in so far as it im-
ports high-technology products and ex-
ports low-technology products. The 
proponents suggest that resources 
should be used more effectively though 
planning, organizing, marketing, use of 
new technology, employees' influence 
and vocational training. Competitive-
ness, they argue, is not just a matter of 
low wages; on the contrary, efforts 
should be made to improve productivity, 
R&D, quality and design, marketing, ed-
ucation of managers and workers, work-
ing conditions and work environment, 
employees' participation and the func-
tioning of the public sector.2 
Training continues to be one of the 
main concerns of Danish trade unions 
and of the workers themselves. A survey 
reported in the newspaper of the Feder-
ation of Danish Trade Unions shows 
that four out of five employed Danes 
think that paid leave for education and 
vocational training is a good idea and 
more than half state that they would be 
ready to use such an opportunity. Those 
most interested are the younger and 
those with higher education level. How-
ever, three out of five employees have 
not received any in-service training in 
the past two years. In-service training 
appears to be more common among 
salaried employees than among work-
ers. One out of four respondents feel 
that their educational background is not 
sufficient for the future demands of the 
labour market.3 The Danish Employers' 
Association DA dismissed the results of 
the survey, stating that the proposal of 
paid educational leave is just a way of 
reducing working time and thus inter-
feres with the provisions of existing col-
lective agreements.4 
Concern about education, though 
general education in this case, has also 
been expressed by the Dutch Protestant 
Christian Union Federation CNV in a 
memorandum. The union deplored that 
general education is lagging behind vo-
cational schools in the availability of 
computer equipment. The NIVO pro-
gramme for introducing computers in 
education relies for the major part of its 
budget on sponsors from the business 
sector, whose participation is far from 
certain; and even if the entire budget 
were obtained it would not be sufficient 
for adequate training. CNV fears that 
children from well-off families will be-
come privileged also in this respect and 
that a computer élite will emerge.5 
Another preoccupation expressed 
by a Dutch union, namely the civil ser-
vants union Abva Kabo, concerns some 
10 000 job losses in customs adminis-
tration following the abolition of intra-EC 
customs control in 1993 and even earlier 
through the computerization of income 
tax administration. The union demands 
an agreement with the Minister for Fin-
ance in order to draw a joint employ-
ment plan. It also demands to put aside 
a percentage of the wage bill to finance 
the costs of reorganization.6 
In Spain, where the process of col-
lective bargaining is still blocked by the 
lack of agreement between employers 
and trade unions on wage increases, 
the new General Secretary of the Comi-
siones Obreras made, at the IV Confer-
ence of the union in November 1987, the 
proposal to move on to negotiations be-
tween employers and unions in which 
technological innovation would be one 
of the central topics. He pointed out that 
' 'Les Chassès-Croisés de l'Emploi', L'Usine Nou-
velle, 24 March 1988. 
2LO-Bladet. 14 January 1988. 
3LO-Bladet. 11 February and 18 February 1988. 
'Arbejdsgiveren. No 7/1988. 
MG. 3 February 1988. 
6 NRC Handelsblad. 15 March 1988. 
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there is a need to move from negotia-
tions focusing mostly on wage issues to 
more complex negotiations focusing on 
those factors which are becoming more 
and more important in determining the 
total value of work, such as technologi-
cal innovation and work organization. 
This implies taking a less defensive atti-
tude and intervening more actively in the 
process of industrial restructuring, from 
the initial stage of design to the final 
stages of the full incorporation of new 
technologies in the production process. 
He stressed that a change in organiza-
tion will be necessary for the union to be 
able to face this challenge; this change 
would enable the union to reach new 
sectors of production and new groups 
of workers, like those employed in the 
services sector, who have been left out 
of union action until now.' 
The congress of the Belgian union of 
employees, technicians and 'cadres' 
(SETCa, member of the Federation 
FGTB) held in March 1988, discussed, in 
the framework of a broader debate on 
the 'willingness to change while remain-
ing faithful to its basic principles', the is-
sues of new technologies and new 
forms of work organization. As regards 
new technologies, the union deems that 
they are introduced too frequently with-
out taking into account workers' inter-
ests and without proper consultation. It 
proposes a number of changes to Col-
lective Agreement No 39 which contains 
provisions for information and consulta-
tion on the introduction of new technolo-
gies. These changes concern the exten-
sion of the agreement to small and me-
dium-sized enterprises (presently only 
firms over 100 employees are bound by 
the agreement); the provision of infor-
mation and consultation before deci-
sions are made; more coordination with 
other collective agreements; better de-
finition of the information procedures; 
stricter sanctions against firms breaking 
the agreement, which would no longer 
be entitled to State aid. As regards work 
organization, the union demands to ne-
gotiate new forms of organization, in or-
der to avoid the misuse of precarious 
forms of employment and part-time.2 
Provisions concerning new technolo-
gies were also contained in the inter-
professional agreement of November 
1986, which was primarily aimed at mea-
sures for employment promotion. In an 
evaluation of the results of this agree-
ment, the Federation FGTB observes 
that the government has not kept its en-
gagements, namely that of devoting a 
share of public R&D funds to research 
on the economic and social aspects of 
the diffusion of new technology.3 
German trade unions took position 
on several issues concerning new tech-
nologies and employers' and govern-
ment proposals. First, IG Metall has 
been discussing how to include white-
collar workers in its strategies. White-
collars have a more positive attitude 
towards new technologies, as they feel 
less threatened by uncontrolled techno-
logical developments. A closer integra-
tion of white-collars would be part of a 
broader strategy to develop more posi-
tive attitudes towards the technological 
challenge. This attitude is shared by 
only a part of shop stewards, while 
many others keep on having an attitude 
of refusal and conflict against new tech-
nologies.4 
The trade union confederation DGB 
set up a solidarity group against unem-
ployment, as a response to the conse-
quences of new technologies, mass un-
employment, tightening of the social 
security system and environmental pol-
lution. Scientific and cultural organiza-
tions, churches and political parties par-
ticipate in this solidarity group, aimed at 
better exchange of information and at 
finding new ideas in the fight against un-
employment.5 Employers' proposals 
about weekend work are being op-
posed by the trade unions. The labour 
union magazine 'der Gewerkschafter' 
published an article giving details of the 
strategies followed by employers in the 
information technology industry to 
erode the legal ban on Sunday work. 
Several of the largest IT producers in 
the country are trying to expand working 
time in this direction. Trade union ex-
perts reject all arguments put forward by 
management about the existence of a 
technological requirement for continu-
ous production over the weekend. An-
other argument of the employers, i.e. 
that weekend work would permit 20 to 
30% more production of chips and that 
otherwise the production of megachips 
could be displaced towards foreign 
countries, is equally rejected by the arti-
cle, warning that the end result would be 
massive overproduction and conse-
quently greater unemployment.6 Despite 
these positions, a majority of shop ste-
wards at IBM voted in favour of the intro-
duction of the seven-day work week for 
a part of the staff. This follows similar 
agreements at Siemens and Philips.7 
Other statements of German unions 
concern government proposals and de-
cisions. The DGB vehemently protested 
against the budgetary cuts regarding 
the programme 'Humanization of the 
workplace'8 arguing that the Govern-
ment is only interested in research prov-
ing the harmlessness of new technolo-
gies.9 The union of the employees of the 
Bundespost (Deutsche Postgewerk-
schaft) rejected, in the so-called 'Dort-
mund declaration', the proposal of the 
Government Commission on telecom-
munications to divide the Bundespost 
into two or three different enterprises. 
The implementation of these proposals 
would have a dramatic impact on the 
working and living conditions of 550 000 
employees of the Bundespost and the 
union reckons that several thousands of 
jobs could be lost, in addition to other 
negative consequences, such as the de-
terioration of the service, a sharp in-
crease in tariffs, and the loss of jobs in 
economically weak regions.10 The union 
position was later supported by 130 uni-
versity professors who appealed to the 
Federal Government not to implement 
the proposals of the Commission. They 
argue against universal telecommunica-
tions networks like ISDN which may 
'A. Guilierrez, 'Una nueva etapa de CCOO', Nu-
estra Bandera. No 143. February 1988. 
;'Volonté de changement et fidélité aux prin-
cipes', Syndicats. 26 March 1988. 
3FGTB, 'Un bilan de l'accord interprofessionnel', 
Syndicats. 16 January 1988. 
'Frankfurter Rundschau. 30 November 1987. 
5Frankfurter Rundschau. 26 February 1988. 
6Der Gewerkschafter. No 1/1988. 
1Frankfurter Rundschau. 18 January, 21 January, 
27 January and 4 February 1988. 
"See above, ch. 1. 
'WSI Informationsdienst Arbeit, No 1/1988. 
"Nachrichten zur Wirtschafts- und Sozialpolitik. 
October 1987. 
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have negative social impacts paricularly 
in the field of privacy.' 
In the United Kingdom the merger 
between the white-collar unions TASS 
and ASTMS2 took effect in February 
1988 with the launching of Manufactur-
ing Science Finance (MSF), the industry 
and services union as it will be known. 
The combined membership of MSF is 
over 600 000 making it the sixth largest 
trade union in the United Kingdom. The 
union will have negotiating rights in 
about 8 000 companies and is aiming to 
raise membership to 1 million over the 
next few years via mergers with TUC af-
filiated unions and independent staff as-
sociations plus the recruitment of new 
members. The union expects to appeal 
to managers, skilled technician level 
workers, finance, chemicals and energy 
workers, and other in the voluntary sec-
tor. 
The same move took place in Ireland 
with the merger of the two 'sister' orga-
nizations, the Association of Scientific 
and Managerial Staff (ASTMS) and the 
Technical and Supervisory Section of 
the Amalgamated Engineering Union 
(TASS) to create the Manufacturing, 
Scientific and Finance union (MSF). In 
Ireland, the new union will have a mem-
bership of about 30 000, which will make 
it one of the most prominent in the 
country. It will be present in banking and 
insurance, in electronics computing and 
manufacturing, in tne semi-State bodies 
and in the wider public sector, in the Na-
tional Institutes for Higher Education 
and the universities. MSF believes that 
this occupational and industrial cover-
age will give it a great deal of influence 
over the development of economic, in-
dustrial and technological policy both in 
national and local negotiations. The 
merger is also a reflection of the 
changes in both working environment 
and technology over the past 20 years. 
What were once clear differences and 
distinctions between industries and 
types of work have diminished and, in 
some cases, entirely disappeared. Des-
pite this merger, the process of rationali-
zation of the Irish trade union movement 
is rather slow. At present there are still 
over 60 unions catering for less than half 
a million workers.3 
3. Collective agreements 
and labour disputes 
Consultation and negotiation on the 
introduction of new technologies in 
firms have been the subject of a seminar 
organized in Belgium in February 1988 
by the 'Stichting Technologie-Vlaan-
deren' (STV, the Foundation for Technol-
ogy of the Flemish region). The Founda-
tion is an issue of the Flemish Economic 
and Social Council, its task being to ad-
vise the two sides of industry and the re-
gional government on technology as-
sessment in the framework of regional 
policy. The seminar was based on a re-
search report which examined the pro-
cess of information and consultation in a 
sample of Flemish enterprises. Three 
aspects have been taken into account 
by the study: the technology, the organi-
zational changes which accompanied 
the technological innovation and the in-
formation supplied to the workers either 
through formal structures or informally. 
Where information is provided through 
formal structures such as Works Coun-
cils, the study found that limited and su-
perficial information is given on technol-
ogy and on the economic situation of 
the firm; information on social aspects, 
such as employment, training and quali-
fications, is supplied later on, while or-
ganizational change is being imple-
mented. Trade unions are mostly de-
manding information on social conse-
quences and often judge the information 
they receive as being insufficient or in-
complete. Where information is pro-
vided through informal structures, such 
as working parties, it was found to be 
more diversified, while shop stewards 
felt in general more involved and active 
and found it easier to acquire the techni-
cal expertise necessary to assess the 
information they received. As regards 
collective agreement No 39, those who 
negotiate in the firms find it rather diffi-
cult to use, because its text is not pre-
cise on many issues, leaving scope to 
divergent interpretations, and because it 
.overlaps with the provisions of other 
and more binding collective agree-
ments. As a matter of fact, in the firms 
where information practices are good, 
the agreement is not used. As a conclu-
sion, the study remarks that the collec-
tive agreement did not play an important 
role in the processes of innovation ex-
amined; it merely creates a framework in 
which information practices develop. 
Other factors appear more important, 
such as the culture of industrial relations 
in the firm, the sectoral environment and 
the structure of the firm, its negotiation 
and consultation practices. On the basis 
of the research report, the STV has pu-
blished two booklets aimed at the two 
sides of industry, with the purpose of 
helping them to improve information and 
consultation procedures.4 
In Denmark, the negotiation of the 
collective agreement between the trade 
unions and the new public broadcasting 
company TV-2, scheduled to start 
broadcasting in October 1988, brought 
to the surface a number of problems re-
lated to the need of changing structures 
in the media industry and to demarca-
tion problems between unions. In Janu-
ary 1988 the company and the journalist 
union announced a collective agree-
ment covering all work functions. This 
was followed by protests from 14 trade 
unions members of the Federation LO, 
all having traditionally collective agree-
ments in connection with TV broadcast-
ing; they threatened strikes and boycott. 
After a while, the journalist union, which 
is not member of LO, agreed that its col-
lective agreement would not cover the 
non-creative parts of production like 
technical services and that it would not 
sign until TV-2 had started negotiations 
with the other unions. In February, col-
lective agreements were signed with the 
National Union of Clerical Workers HK 
and the Danish Metalworkers' Federa-
tion, and a draft agreement was reached 
with the semi-skilled workers union. In 
the course of the dispute, all parties 
agreed that new technologies demand 
' Frankfurter Rundschau, 15 January 1988. 
2 See Social Europe. No 2/1988. 
3 'Major union merger shows the way', Business 
and Finance, 11 February 1988. 
' Overleg in de onderneming bei invoering van 
nieuwe technologieën: de rol van CAO 39. STV/ 
SERV, Antwerp. 1988; Informatie en overleg in 
de onderneming bij invoering van nieuwe tech-
nologieën: variaties op een thema. STV/SERV, 
Antwerp. 1988. 
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changing structures in the media indus-
try. However, opinions differ as to how 
this should occur. Some unions think 
that there should be two media cartels 
— one for creative work and one for the 
other jobs. Some believe that one union 
covering the entire media industry 
should be created. The employers 
themselves, notably the association of 
the printed press, are considering the 
opportunity to restructure into a media 
employers' association.' 
In the Federal Republic of Germany, 
an agreement between the State gov-
ernment of Hessen and the union of pu-
blic services and transport workers ÖTV 
fixed a number of clauses concerning 
the introduction and use of new technol-
ogies. The employees have the right to 
receive early information on the plan-
ning of technological change and the 
right to participate in the planning. 
Workers who are more than 55 years 
old must not be urged to work at a com-
puter; the other workers affected by 
technological change have to be re-
trained during working time. All employ-
ees working at a terminal are entitled to 
a 10-minute break every hour and preg-
nant women can be dispensed, on de-
mand, from work at terminals. Finally, 
the use of technical devices for the con-
trol of worker behaviour is not permit-
ted.2 
Likewise in the FRG a number of 
court decisions ruled on some con-
troversial issues concerning the intro-
duction of new technologies. The Fed-
eral Labour Court decided that hidden 
video cameras which are primarily in-
stalled to reduce theft but can also be 
used for controlling workers must not be 
installed in retail stores. Many large 
stores had already introduced this 
equipment; they will have to dismantle it, 
unless an agreement with the shop ste-
wards is found.3 Another case, ruled by 
the Labour Court in Oldenburg, ad-
dressed the issue of who should be dis-
missed in case of restructuring and in-
troduction of new technology. It was, in 
itself, a marginal case concerning a 
small repair station which introduced a 
computer and reduced employment by 
dismissing the oldest worker on the 
ground that he was the least flexible to 
learn how to handle the computer. On 
the matter of principle, however, the 
court decided that social criteria should 
be applied, as prescribed by the law, in 
choosing the workers to be dismissed 
and rejected the employer's argument 
by stating that the dismissed worker 
should have been offered a training 
course before deciding whether he was 
willing and able to work with the new 
equipment.4 
An agreement negotiated in January 
1988 at the French firm Framatone, op-
erating in the nuclear equipment sector 
and having a rather high composition of 
employment (2 240 engineers and 'ca-
dres' out of a total workforce of 6 730), 
defines manpower planning and training 
needs made necessary by the evolution 
of technology and of the market. Aim of 
the agreement is to master changes in 
jobs and occupations and to retrain 
workers presently in declining jobs to-
wards new occupations. The implemen-
tation of the agreement will imply a sur-
vey of all technical and non-technical 
jobs in the firm; the identification of the 
means to recycle workers from obsolete 
skills to skills which will be in demand in 
future; the definition of training modules. 
In principle, retrained workers should be 
offered a new job. Retrained workers 
take the engagement not to quit the firm 
for a period of between one and two 
years after completion of training; 
wages are kept unchanged, except for a 
reduction on Christmas bonus. The 
agreement was signed by four unions, 
with the exception of CGT. The latter ob-
jected that the agreement gives scope 
to compulsory geographical mobility, 
while the firm is not bound to guarantee 
a new job to workers being retrained.5 
The agreement signed at Framatone is 
one of the relatively few cases of agree-
ments negotiated in France on new 
technologies and classifications. Most 
of the agreements negotiated in 1987 
concerned, in fact, wage issues and 
working time. This emerged from a sur-
vey carried out by the employers' asso-
ciation CNPF, which counted, at sectoral 
level, only some 10 agreements on new 
technology and/or classifications, while 
40 were on wage issues and 25 on 
working time. In that occasion, the 
CNPF put forward the proposal to trans-
fer to sectoral bargaining a number of is-
sues that are presently negotiated at in-
ter-professional level.6 The two sides of 
industry are not always available to fo-
cus negotiations on technological is-
sues. An example is provided by the 
collective bargaining in the chemicals 
industry. The union CFDT asked for an 
agreement on changes in employment 
resulting from technological change and 
changes in work organization, while the 
employers' association UIC only ac-
cepted to include a chapter on these is-
sues in an agreement on job security. 
The negotiations will be resumed end 
1988.7 
In the Netherlands a number of col-
lective agreements were signed in the 
early months of 1988, including some 
large sectors such as metal industry 
and banking. They focused on wage is-
sues, with the unions obtaining very 
marginal wage increases (of the order of 
magnitude of 0.5% per year) while em-
ployers were orginally offering no in-
crease at all, working time and early re-
tirement. Working time was made more 
flexible, though less than orginally pro-
posed by the employers, particularly in 
banks, and early retirement schemes 
were extended. These agreements did 
not deal specifically with new technolo-
gies. On the other hand, regarding infor-
mation rights for Works Councils, a 
seminar organized in Utrecht in Febru-
ary 1988 examined the effectiveness of 
existing provisions. At this meeting, the 
Minister for Social Affairs and Employ-
ment presented a critical evaluation and 
some proposals for changes to the Law 
on Works Councils. According to the 
Minister, the law should give better 
guarantees for earlier and more com-
' LO-Bladet. 4 February 1988; Metal. No 4/1988; 
Arbejdsgiveren. No 4/1988; Berlingske Tidende. 
2 February 1988. 
3 Frankfurter Rundschau. 1 December 1987. 
3 Arbeitsrecht und Betrieb, November 1987. 
' Arbeit- und Sozialrecht. November 1987. 
5 Liaisons sociales. Collection Législation so-
ciale. No 6080, 13 March 1988; L'Usine Nou-
velle. 4 February 1988. 
6 'Negotiations, le printemps des branches', 
L'Usine Nouvelle, 11 February 1988; Le Monde, 
16 February 1988. 
7 L'Usine Nouvelle. 11 February 1988. 
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píete disclosure of important manage-
ment plans, e.g. those on automation 
and related reorganizations, and give 
room to prepare Works Councils' rec-
ommendations. The present law pre-
scribes early information to enable the 
works councils to influence decisions, 
as well as a complete assessment of 
the consequences of the proposed de-
cisions on a number of issues. In prac-
tice, the provisions of the law cannot be 
implemented in the short delay that 
would make the information timely, so 
that eventually decisions are often taken 
before request for advice reaches the 
works council. These conclusions are 
based on a report prepared for the Min-
istry by the Institute for Applied Social 
Research in Nijmegen, which pointed 
out that timely disclosure of company in-
formation is one of the greatest prob-
lems for works councils and frustrates 
any impact on company management.' 
The proposals of the Minister for legisla-
tive changes aim at a clearer description 
of the topics on which the works coun-
cils have the right to give advice or even 
binding recommendations, like the intro-
duction of new technologies in produc-
tion and the development of information 
systems having an impact on privacy. 
The final objective is to improve cooper-
ation between management and worker 
representatives, so that the latter can ef-
fectively report the opinions of the work-
force.2 
Still in the Netherlands, discussions 
continue at Philips both on the overdue 
renewal of the collective agreement and 
on the company's plans of restructuring 
and employment reduction. Latest in 
time, 151 job losses out of a workforce 
of 446 were announced at the Philips 
USFA plant in Eindhoven, most to be 
implemented through natural wastage, 
some through dismissals. The person-
nel director has stated earlier on that the 
workforce of Philips has to be reduced 
faster than had been planned at the end 
of 1987.3 Jobs to be shed are now esti-
mated at 3 500 in total.4 Meanwhile, the 
Industrial Union FNV carried out an in-
quiry among the workers at 30 plants 
throughout the country. The answers 
showed a widespread uncertainty about 
the future of work at Philips. 30% of the 
respondents expressed doubts about 
the chance of being still in work in two 
years time. 
A local agreement concerning com-
puter operating staff at the National and 
Provincial Building Society in the United 
Kingdom fixed an unusual working time 
pattern. Computer staff at the two main 
computer centres have been given the 
opportunity to choose their own shift 
pattern. At one centre, they voted for 8-
hour shifts from Monday to Friday and 
12-hour shifts at weekends. At the other 
centre, they chose 12-hour shifts 
throughout the week. Senior operators 
and shift controllers at both sites opted 
for 12-hour shifts — three in one week, 
four the next. They will all receive a shift 
premium ranging between 32% and 
35%. Any that had previously earned 
high overtime payments would gain 
compensation over the next two years.4 
Likewise in the UK, a pendulum arbitra-
tion at Sanyo in Lowestoft, the Japa-
nese-owned TV manufacturing plant, 
has come down in favour of the unions. 
Under pendulum arbitration, the arbitor 
has to back either the final claim from 
the union or the final offer from the com-
pany. In this instance, the arbitor opted 
for the 8.5% claim of the union rather 
than the 6% offered by the company. 
Both sides had started from more dis-
tant positions and went to arbitration 
when there was no agreement. This is 
the third example of this kind of settle-
ment in the UK, and the second in fa-
vour of the union claim.6 
The first few months of 1988 were 
marked by several strikes in Portugal, 
caused by the proposed changes in la-
bour legislation and the negotiation of 
collective agreements. The new labour 
legislation aimed at liberalizing dismis-
sals was approved and subsequently 
suspended by the Constitutional Court. 
The government had presented a re-
vised version in February 1988, taking 
into account part of the suggestions and 
objections formulated notably by the 
union UGT. The opposition of the trade 
'unions to the bill manifested itself in 
strikes affecting several sectors which 
culminated in a general strike at the end 
of March. Transports were particularly 
affected. 
III. Studies and 
research on social 
effects of new 
technologies 
1. Diffusion of information 
technology 
A Belgian study by Kredietbank 
looks at the economic performance of 
the software industry in Belgium and 
compares it with the other European 
countries. First, it appears that software 
and computer services firms have a li-
mited market, since 60% of Belgian 
firms develop their own applications in-
house and even the public sector does 
not rely much on the services of special-
ized firms. Employment is about 10 000 
people, of which 2 000 are employed in 
local subsidiaries of foreign hardware 
producers. Besides market size, the 
main problems which software firms 
have to face, according to the study, are 
of financial origin: first, depreciation due 
to the high level of investment and the 
speed of technical change; secondly, fi-
nancial charges since software houses 
rely heavily on borrowed capital as most 
of their throughput is development of 
software which customers will pay later 
on. In this respect, the study suggests 
that productivity should be increased 
and production time reduced, through 
standardization and software engineer-
ing. Moreover, personnel costs, which 
presently account for three quarters of 
value added, should be checked. Fi-
nally, the study forecasts that a process 
of concentration will take place in Eu-
' J . C. Looise and F.G.M, de Lange, Onderne-
mingsraden, bestuurders en besluitvorming: 
eindrapport onderzoek ondernemingsrade, 
Ni|megen, Instituut voor Toegepaste Sociale 
Wetenschappen. 
2 De Volkskrant, 3 February 1988; NRC-Handels-
blad, 2 February 1988. 
3 See Social Europe, No 1/1988 and No 2/1988. 
' De Volkskrant, 23 April 1988. 
5Financial Times, 14 January 1988. 
6 Financial Times. 31 March 1988. 
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rope, following the trend which already 
manifested itself in the American soft-
ware sector. ' 
In Italy a survey of the software mar-
ket was carried out by Nomos Sistema 
for the Association of software and com-
puter services firms Anasin. The turn-
over of computer services firms in-
creased by 26% in 1987 and employ-
ment is also growing: one quarter of the 
interviewed firms increased employment 
by a rate ranging between 11 % and 
30%. In total, the survey estimated that 
there are some 3 500 firms with 50 000 
employees. Firms are expanding the 
number of their clients, their geographi-
cal coverage, although almost half still 
operate on a local or regional market, 
and their product and service mix. More 
than half of the firms depend on clients' 
demand to determine their product inno-
vation strategies: only a minority carries 
out independent marketing activities 
and 62% does not have any marketing 
staff. The most structured firms in com-
puter services are controlled by larger-
scale firms or groups, mostly belonging 
to other industrial sectors. 
Another Italian survey of the diffusion 
of computer integrated manufacturing 
(CIM) was carried out by Arthur An-
dersen Management Consultants in a 
sample of firms in the engineering-elec-
trical-electronics sector. The main rea-
sons for introducing CIM are found to 
be more flexibility in production volumes 
and mix, better compliance with delivery 
dates, and shorter throughput time. 
Among the surveyed firms, 80% have 
projects to introduce manufacturing au-
tomation and 85% envisage the intro-
duction of production management sys-
tems. Investment in manufacturing auto-
mation is planned to account for 4.7% of 
turnover over the next five years, with 
higher percentages in smaller firms. 
One of the crucial aspects in the intro-
duction of manufacturing automation is 
the need to modify tasks and retrain the 
workers. Resources required to retrain 
Workers, particularly in production and 
in product and process planning, are 
significant. The survey forecasts a size-
able reduction in employment (of the or-
der of magnitude of some tens of thou-
sands of workers) in production depart-
ments, particularly in the transition 
phase. Subsequently, i.e. after 1992, em-
ployment may start growing again. As 
regards the utilization of workers made 
redundant, the survey expects that 
about one quarter will be left unem-
ployed, another quarter will move to 
self-employment and only about half will 
be absorbed by other technologically 
less advanced firms. 
The German Marplan Institut pub-
lished a survey on the spread of infor-
mation technology in different indus-
tries. The greatest diffusion was found in 
the electrical industry, where 67% of the 
employees make some use of compu-
ters or IT tools. The use is less import-
ant in mechanical engineering (38% of 
the employees) and even less in car as-
sembling (26% of the employees). In all 
sectors larger firms make more use of 
electronics equipment than smaller 
ones. In firms with less than 100 em-
ployees only 38% use electronics tools, 
as compared with 57% in firms with 
more than 2 000 employees.2 Another 
survey, carried out by Diebold, comes to 
the conclusion that there are some 
20 000 CAD work stations installed, half 
of which are based on microcomputers. 
According to the authors, the choice of 
CAD systems does not take sufficiently 
into account their capacity of integration 
into the technological context of the 
firms concerned.3 Finally, an opinion 
survey of the Sample Institut confirms 
that people's attitudes are becoming 
more favourable to computers. 75% of 
the interviewees believe that computers 
are fundamental for progress, as com-
pared with 60% in 1983. 50% think that 
computers present more advantages 
than disadvantages, while there were 
only 33% in 1983 to believe so.4 
The French journal Liaisons sociales 
carried out a survey on the diffusion of 
new technologies, including office and 
manufacturing automation, as well as 
computer-assisted design and produc-
tion management, in firms. Overall, one 
employee out of four uses more or less 
regularly a computer in his/her work. 
Like in other countries, there is a wide 
difference between large and small en-
terprises. As an example, there were 
less than 5 000 robots installed in 1987, 
of which 72% in firms with more than 
1 000 employees and highly concen-
trated in the automobile sector (40% of 
the total). Office automation is more adv-
anced than manufacturing automation: 
thus, all firms over 200 employees and 
almost 50% of those between 6 and 200 
employees have one or more compu-
ters. The average is 2.5 computers per 
firm. The survey concludes that, in fu-
ture, offices will look increasingly like 
production units and vice versa.5 
A recent piece of research analysed 
the diffusion of advanced automation 
systems in the Basque country, one of 
the most industrialized areas in Spain. 
The study found that the degree of diffu-
sion is associated with firms' size, so 
that 98% of firms with more than 500 
workers have some automatic manufac-
turing process, while only 21 % of those 
with less than 20 have. Automation is 
more advanced in sectors like electron-
ics and electrical machinery, household 
appliances and tools. The most com-
mon uses of automation are manufactur-
ing control, machining parts and send-
ing orders and the equipment most fre-
quently used is computerized process 
control systems. However, the degree of 
integration of different systems and 
equipment is low. The main economic 
advantages linked to automation are 
found to be the following: reduction in 
production time, greater flexibility, im-
provement in quality, standardization, 
greater reliability of equipment, reduc-
tion in stocks and in the consumption of 
raw materials. The main limitation on the 
diffusion of automation was found to be 
the availability of qualified staff. More-
over, the workers need to be retrained; 
firms prefer to train existing staff rather 
than recruiting new workers, so that 
there is neither generation nor reduction 
of employment. What occurs is a redis-
tribution of the workforce between differ-
ent functions and departments. This sta-
' 'Plein leux sur l'industrie du logiciel', Bulletin 
Hebdomadaire de la Kredietbank. No 18, 29 
April 1988. 
2 Informationsdienst des Instituts der deutschen 
Wirtschaft. No 51, 17 December 1987. 
3 Wirtschaft und Produktivität. December 1987. 
' Medienspiegel. No 49, 7 December 1987. 
5 Liaisons sociales. No 28, April 1988. 
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bility of employment is possible be-
cause the process of diffusion is suffi-
ciently slow to allow surplus staff to be 
allocated to non-automated jobs. If the 
process were speeded up, it would 
probably result in greater unemploy-
ment.' 
A number of surveys in the United 
kingdom pointed to a consistently high 
rate of diffusion of information technol-
ogy for professional use. A study by 
Romtec, a specialist market research 
company, has found a 32% increase in 
numbers of business personal compu-
ters over the last year although the value 
of sales has only risen by about 4%. 
Amstrad (with 26% of the total sales) 
sold more machines than even IBM, al-
though in value terms IBM had still the 
highest market share. Several PC prod-
ucers had revenue growths in excess of 
70%.2 The British Facsimile Industry 
Consultative Committee (BFICC) has re-
leased figures showing that, in 1987, the 
number of machines in use in the United 
Kingdom doubled from 86 000 to 
173 000. It forecasts even higher sales 
in 1988.3 Finally, a survey for the Asso-
ciation for Information Management has 
revealed an increasing use of on-line 
databases linked to the growth in desk-
top personal computer sales. Three 
quarters of the organizations surveyed 
reported using such services compared 
to 4% in a similar survey in 1982. The re-
port also concludes that over 90% of the 
respondents used some form of IT in 
library and information management. 
As regards the diffusion of personal 
computers in households, a recent 
piece of research carried out in Den-
mark shows that their acceptance is 
rather more difficult than expected. The 
experiment was carried out in a com-
mune, which supplied terminals and 
modems to the households in the area, 
so that they could be connected to a 
computer in the municipal house. Half 
way through the experiment, scheduled 
to run for two years, it appears that only 
half of the households use the terminals 
regularly. Only a few persons tried to 
use it for working from home, and 
several of the participants proved unwill-
ing to spend time to get acquainted with 
the system. Women proved to be most 
reluctant. The rather unsuccessful out-
come of the experiment contrasts with 
the results of a survey, carried out be-
fore the project was initiated, which 
showed that people in the commune, 
having on average a high education le-
vel, had a positive attitude towards new 
technology.4 
2. Employment 
The Spanish Higher Council for 
Scientific Research (CSIC) and Fun-
desco (the Foundation for the develop-
ment of telecommunications) carried out 
an evaluation study of human and finan-
cial resources devoted to scientific re-
search in information technology. A sur-
vey was carried out of almost all groups 
of research workers in universities, pu-
blic institutions and companies. The 
study found 133 groups of research 
workers, made up of a total of 1 587 re-
searchers (1 101 when converted into 
full-time equivalent), 958 of whom have 
completed doctorates or higher educa-
tion courses. The largest numbers were 
found in automation and technology, 
and in microelectronics and optoelec-
tronics. Most of the finance for research 
comes from public funds. Problems 
were identified in the lack of equipment 
and premises available to groups of re-
search workers, in the incompatibility of 
computer equipment and in the lack of 
contact between research groups and 
industry. Lastly, the study found little 
cooperation between different research 
groups in the same field.5 
Several pieces of research in the 
Federal Republic of Germany throw 
some light on sectoral employment 
trends related to technological change. 
First, the Deutsches Institut für Wirt-
schaftsforschung estimated the employ-
ment effect of the installation of the in-
frastructure for cable TV. In 1982, the 
same Institute had estimated that 21 000 
to 22 000 jobs would be created for 
every DM 1 000 million investment. The 
ex-post evaluation, referring to 1984, 
shows that only 13 500 new jobs have 
been created outside the Bundespost. 
62% of these jobs were created in 
engineering works, 12.5% in the tele-
communications industry, and only 2.5% 
in the cable producers. The Bundespost 
hired 5 300 workers. Overall, the em-
ployment effect was less than 1/1000 of 
total employment in the Federal Repu-
blic of Germany.6 
A study on the impact of new tech-
nology in insurance was carried out by 
the Ifo-lnstitute. The study concludes 
that new technology does not produce 
an over-proportional increase in produc-
tivity and, correspondingly, a decrease 
in employment. This did happen in the 
early 1980s, when employment de-
creased at an annual average of 0.5%, 
but is no longer the case. The main im-
pact now would be, according to the 
study, a shift in recruitment towards 
more qualified staff.7 
A study focusing on the impact on 
new technology on the division of labour 
was carried out by the Battelle-lnstitute 
for the Federal Ministry for Youth, Family 
and Health. It comes to the conclusion 
that women's jobs are much more af-
fected than men's jobs. This is because 
there are separate labour markets for 
male and female workers in the firms. 
The study recommends to design new 
job profiles as a bridge between typi-
cally male and typically female jobs.8 Fi-
nally, a researcher at the Science Cen-
tre in Berlin who examined the correla-
tion between employment and techno-
logical development came to the con-
clusion that technology is not such an 
important factor when compared with 
the lack of demand for goods and ser-
vices. Technological unemployment is 
' J. M. Echevarría, M. L. Moreno, La difusión de 
la tecnologia de la información en el Pais 
Vasco. El efecto bandwagon. ESTE-Diputacion 
Foral de Guipúzcoa, San Sebastián, 1987. A 
summary ol the research can be found in arti-
cles by the same authors in ESTE. Estudios 
Empresariales. No 65, autumn 1987 and No 66, 
winter 1987-88. 
2 Financial Times, 11 April 1988. 
3 Financial Times, 18 February 1988. 
' Berlingske Tidende, 2 February 1988. 
s CSIS and Fundesco, Comunidad Cientifica Es-
pañola en las tecnologias de la información, 
Madrid, 1987. 
6 Frankfurter Rundschau. 15 October 1987. 
' Wirtschaft und Produktivität. Nos 1 and 2/1988. 
8 Frankfurter Rundschau. 26 January 1988. 
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possible but, in his opinion, is not the 
dominant factor at present.' 
The Danish trade union SAM DA-
TA/HK carried out an analysis of em-
ployment prospects for EDP assistants, 
an occupation which the Ministry of Ed-
ucation wishes to expand. The union 
found that 46% of those completing the 
EDP-assistant course (which lasts be-
tween 1 '/2 and 2'/2 years) do not obtain a 
job when they finish their studies. Soon 
after the course was created, students 
used to get a job straight away, but now 
the unemployment period gets longer 
and longer and wages stagnate. The un-
ion is consequently against a further ex-
pansion of EDP-assistant courses.2 
Much of the discussion on employ-
ment focuses on employment creation 
in new sectors and job losses in tradi-
tional sectors. This does not always 
hold true in actual practice. A document 
prepared by the Portuguese union UGT 
examined the evolution of employment 
in 1987 and pointed out that the 2.6% in-
crease in employment was mostly due 
to agriculture, textiles and construction 
industry. In agriculture, what increased 
was the number of self-employed 
women. This trend, whereby new jobs 
are created almost exclusively in the pri-
mary sector and in the most traditional 
branches of industry, is considered wor-
rying by UGT, since it runs counter to all 
expectations and the need to develop 
the services sector and those industrial 
sectors which are fundamental for the 
modernization of the economy. 
3. Skills and qualifications 
In the Federal Republic of Germany. 
two research projects of the Institute for 
Social Research at the University of 
Göttingen provide some insights into 
qualification requirements and training 
needs in the coming years. Drawing 
from the conclusions of these studies, 
one of the authors argues that the Ger-
man economy will increasingly rely not 
so much on mass production, but rather 
on the production of highly sophisti-
cated goods and services for fast 
changing needs. This will require highly 
qualified workers, capable of selecting 
data and handling strategic information. 
Educational requirements will thus be a 
good professional knowledge, the ana-
lytical ability to interpret information, 
great intellectual flexibility to cope with 
changing situations, and the ability to 
communicate. Technical knowledge is 
considered less important. This change 
has positive aspects, in so far as work-
ers will be more challenged and have a 
wider scope for autonomous decision-
making. On the other hand, however, it 
can be expected that these qualifica-
tions and the necessary training will be 
mostly provided by industry, leaving 
aside those who are not in employment. 
The gap between those within the em-
ployment system and those outside 
could then become wider and more diffi-
cult to cross, and the socio-economic 
status of the two groups could diverge 
even more in future.3 
On a more specific issue, i.e. health 
insurance, another German study on the 
impact of computers points to rather ne-
gative conclusions, in so far as the au-
thors argue that insurance workers are 
becoming less skilled than they used to 
be. In the past, when the employees 
processed written cards, every em-
ployee received a certain variety of 
cases to deal with, since cards were 
usually distributed in alphabetical order. 
Thus the employees had a good under-
standing of all services offered by the in-
surance. With the introduction of com-
puters, every employee can draw all in-
formation about any insured person; the 
division of labour has been organized in 
such a way that every employee is given 
only certain cases and becomes a spe-
cialist in a specific field. With time, he is 
no longer able to understand the whole 
range of services of the insurance com-
pany nor is he able to advise clients on 
the full range of problems they may 
have. Advising becomes a special ser-
vice to which insurance companies may 
allocate less qualified workers, since 
they do not have to make decisions. The 
end result is a lower skill level, accord-
ing to the authors.4 
As regards the labour market for 
skilled staff in the information technol-
ogy area, a number of reports in the Un-
ited Kingdom point to continuing shor-
tages. A CBI (Confederation of British 
lndustry)/Manpower Services Commis-
sion survey of manufacturing industry 
published in March 1988 found that, in 
1986-87, about 34% of companies faced 
the threat of having their output limited 
by skills shortages. The most significant 
shortages overall were among profes-
sional engineers (noted by 14% of com-
panies) and computer and managerial 
staff (6%).5 The National Computing 
Centre published another report in 
March on IT skills shortages. The report 
is based on replies from computer de-
partments in more than 700 establish-
ments plus detailed discussions with a 
number of large-scale firms. It estimates 
that the UK is short of about 19 000 peo-
ple with IT skills at present and that 
there will be a need for a further 35 000 
IT workers in the next two years and a 
further 51 000 in the next five years. 
However, due to a net loss of more than 
5 000 people with IT skills each year, the 
authors of the report suggest that the 
real demand over the next five years is 
between 82 000 and 100 000.6 Another 
survey, this time from the Institute of 
Manpower Studies, suggests that soft-
ware and computing skills shortages 
are still growing despite the fact that 
recruitment difficulties have eased over 
the last two years. The survey of 143 
companies found overall growth for IT 
specialists was between 5% and 10% 
per annum. This would suggest a total 
of over 230 000 such specialists in the 
1 K. F. Zimmermann, Technologieentwicklung 
und Beschäftigung: Endogene Produkt- und 
Prozessinnovationen und die Rolle von Lohn-
nebenkosten und Nachfrage. IIM/IP 87-16. 
3 LO-Bladet. No 5/1988; Berlingske Tidende. 18 
April 1988. 
3 Kern and Schumann, The end of the divison of 
labour?. Baethge and Oberbeck, The future of 
white-collar workers: both discussed in Frank-
furter Rundschau. 15 January 1988. 
' T. K. Karlsen, M. Oppen, Fachqualifikationen 
und die Grenzen der Verwaltungsautomation. 
Wissenschaftszentrum Berlin, IIVG/re 87-210. 
5 CBI/MSC Special Report on skill shortages m 
manufacturing. CBI. 1988. 
f B. Buckroyd and D. Cornford, The IT skills crisis 
— The way ahead. National Computing Centre, 
1988. 
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UK last year. Employers continue to 
prefer recruiting experienced staff — re­
training of existing employees was a 
rare occurrence. Turnover rates of IT 
employees were high in London and the 
South­East but a third of all organiza­
tions had turnover rates of less than 
5%.' 
4. Work organization and 
working conditions, health 
and safety 
A study carried out by the Depart­
ment of Work Psychology of the Uni­
versity of Liège (Belgium) looks at the 
man­machine interlace in computer­
controlled continuous processes. It 
points out that the role of the operators 
change, in so far as they no longer regu­
late the process, but rather supervise 
the integration of the system: this 
makes communication very important. 
The organization of operators' work 
must be based on some basic princi­
ples, namely that his know­how must fo­
cus on certain key areas, the know­how 
itself is acquired though different chan­
nels, the scope of the problems to be 
solved must be reduced. As regards the 
design of the screens, the study sug­
gests that complexity should be re­
duced by diminishing the number of var­
iables and using graphs, so that the op­
erator can monitor and understand the 
development of the process; and that 
the acquisition of logical reasoning and 
statistics should be favoured. Since the 
reliability of the systems depends on 
the operators, training becomes very im­
portant: it must concern designers and 
operators, as well as the persons res­
ponsible for organization.2 
A less widely investigated issue is 
the use of computers by managers. A 
recent survey carried out in the United 
Kingdom by Romtec on the awareness 
and use of executive information sys­
tems found that senior executives are 
heavily dependent on computer origi­
nated information in assisting them to 
manage their business. 130 finance di­
rectors and 59 managing directors were 
questioned and in two thirds of the or­
ganizations management already used 
computers. Of those, 75% believed they 
got sufficient information from their sys­
tems to run their business with the other 
25% thinking they received too much in­
formation.3 The findings of another sur­
vey of senior management, this time car­
ried out by the Financial Times in con­
junction with Price Waterhouse, found 
that a majority of chief executives be­
lieve they have the necessary expertise 
at board level to guide their companies 
in the strategic use of information tech­
nology. On the other hand, the role of 
the data­processing manager seems 
certain to decline as his traditional res­
ponsibilities are annexed by the IT di­
rector and his 'customers' run their own 
systems.4 
Studies of the social legislation con­
cerning in particular working conditions 
have been carried out in Belgium and 
the Netherlands. In Belgium, a study by 
the Centre of Sociology of Law of the 
'Université Libre de Bruxelles' gives a 
comprehensive survey of social legisla­
tion concerning new technologies, parti­
cularly as regards health and safety on 
the one hand, and flexibility and new 
forms of work organization on the other 
hand. On health and safety, the main ha­
zards are found in the use of screens, 
Xeroxing equipment and robotics. The 
study examines how these risks are 
taken into account in the policies of the 
firms and who should be in charge of 
prevention. Stress and specific prob­
lems of pregnant women are examined 
in detail. As regards new forms of work 
organization, the study focuses on tele­
work, examining which provisions of 
present legislation condition the devel­
opment of this form of work, though it is 
presently not widespread in Belgium. Fi­
nally, the study examines some aspects 
of the relations between employer and 
employees, such as the statute and 
rights of salaried inventors, the profes­
sional responsibility of workers and the 
protection of private life.5 
In the Netherlands, the results of a 
research carried out by the Nijmegen 
University Institute for Applied Social 
Research ITS on the impact of the 1983 
Labour Conditions Act were presented 
at a congress and to Parliament in Feb­
ruary 1988. The impact of the law does 
not appear to be significant: the regula­
tions laid down are often not well known 
by the workers nor by their immediate 
superiors, and not all managers seem to 
really care about the law. The main pro­
visions of the Act concern worker infor­
mation on working conditions and pro­
tective measures, annual reports on 
working conditions, high standards for 
health and safety, rights and compe­
tence of works councils, and the role of 
company health services. The opinion of 
the employers, as expressed by the 
Christian Employers' Association NCW 
stressed the need to limit legislation in 
this field and pleaded for a freer inter­
play between employers and workers, 
the unions and the works councils. Se­
cretary of State De Graaf, who pre­
sented the report to the Parliament, 
stated on the contrary that the Act 
should not be regarded as a 'luxury pro­
duct of the 1970s', no longer needed in 
the 1980s. New technology, new pro­
ducts, more complex and dangerous 
processes, and also more flexible em­
ployment contracts, are all factors that 
show the need for an effective regulation 
of working conditions.6 
Health hazards caused by laser 
printers are being studied in Denmark in 
a project run by Rank­Xerox and the Na­
tional Postgiro. In 1985 the Postgiro 
bought laser printers which the mem­
bers of the National Union of Clerical 
Workers HK refused to use, so that they 
have hardly been at work ever since. 
Skin problems have also been reported 
by employees at Kommunedata in Aal­
borg using the same equipment. The ex­
1 R. Pearson, H. Connor, C. Pole, IT Manpower 
Monitor 1988, Institute ol Manpower Studies, 
1988. 
2 De Keyser v., Decortis F., Housiaux Α., Van 
Daele Α., Les communications hommes­ma­
chines dans les systèmes complexes. Service 
de Programmation de la Politique Scientifique, 
Bruxelles. 1987. 
3 Financial Times. 28 January 1988. 
' Financial Times. 15 April 1988. 
s Peles­Bodson S., Vogel­Polsky E., Droit social 
et nouvelles technologies. Services de Pro­
grammation de la Politique Scientifique, Brux­
elles, 1987. 
6 Press Release Ministry SZW, 11 February 1988; 
De Volkskrant. 12 February 1988. 
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périment was done with the help of 28 
volunteers at the Postgiro who worked 
with laser printers under medical super­
vision in April 1988. Some of the partici­
pants developed itch, pain in the eyes 
and blushing faces; the medical reason 
for this, is, however, not yet esta­
blished.' 
Computers may be dangerous in 
family life. At a German symposium of 
child psychotherapists the growing use 
of computer games was discussed as 
the main risk of mental illness or deviant 
behaviour. It was said that computer 
games are a greater factor of risk than 
conflicts within the families. In some 
cases children did not communicate 
with other family members for several 
days and had contacts only with their 
computers.2 
Det Fri Aktuelt, 16 April 1988. 
'■ Frankfurter Rundschau, 9 February 1988. 
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Part four 
Statistical data 

STATISTICAL DATA 
I. Population 
Year 
1970 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1970-1980 
1980-1981 
1981-1982 
1982-1983 
1983-1984 
1984-1985 
1985-1986 
0—14 years 
15—64 years 
65 years 
1970 
1980 
1984 
1986 
1970 
1980 
1984 
1986 
1970 
1980 
1984 
1986 
Β DK DE GR E F IRL IT L NL Ρ UK EUR 12 
1. Total population 
(a) in 1 C 
9638 
9 847 
9 852 
9856 
9856 
9 855 
9858 
9 861 
(b) Aver; 
0.2 
0.1 
0.0 
0.0 
0.0 
0.0 
0.0 
(c) By aç 
23.6 
20.0 
19.0 
18.6 
63.0 
65.6 
67.4 
67.2 
13.4 
14.4 
13.7 
14.2 
00s - an 
4 929 
5123 
5122 
5118 
5114 
5112 
5114 
5120 
ige annua 
0.4 
- 0 . 0 
- 0 . 1 
- 0 . 1 
- 0 . 0 
0.0 
0.1 
e groups 
23.1 
20.6 
18.6 
179 
64.5 
64.9 
66.4 
66.7 
12.4 
14.5 
150 
15 4 
tuai average or 30 J 
60 651 
61 566 
61682 
61638 
61423 
61 175 
61024 
61066 
8 793 
9643 
9 729 
9 789 
9 850 
9 896 
9 935 
9 966 
increase as % 
0.1 
0.2 
- 0 . 1 
- 0 . 3 
- 0 . 4 
- 0 . 2 
0.1 
0.9 
0.9 
0.6 
0.6 
0.5 
0.4 
0.3 
une 
33 779 
37 386 
37 751 
37 961 
38173 
38387 
38 602 
38 668 
1.0 
1.0 
0.6 
0.6 
0.6 
0.6 
0.2 
as % — end of the year 
23.1 
17.8 
15.3 
14.7 
63.6 
66.7 
70.1 
70.1 
133 
15.5 
14.7 
15.2 
24.6 
22.5 
21.1 
-
64.3 
64.3 
65.6 
-
11.1 
13.2 
13.3 
-
27.9 
25.7 
23.6 
22.3 
62.4 
63.4 
64,5 
65.4 
9.8 
109 
11.9 
123 
50 772 
53 880 
54 182 
54 480 
54 729 
54 947 
55170 
55 392 
0.6 
0.6 
0.5 
0.5 
0.4 
0.4 
0.4 
24.7 
22.3 
21.3 
20.8 
62.4 
63.9 
65.9 
659 
12.9 
13.8 
12.8 
13.3 
2 950 
3 401 
3443 
3 483 
3508 
3 529 
3 540 
3 541 
1.4 
1.2 
1.2 
0.7 
0.6 
0.3 
0.0 
31.2 
30.4 
29.6 
29.0' 
57.7 
58.9 
59.8 
60.1' 
11.1 
10.7 
10.7 
10.8' 
53 822 
56 434 
56 508 
56 638 
56 836 
57 005 
57141 
57 246 
0.6 
0.2 
0.2 
0.3 
0.3 
0.2 
0.2 
24.4 
21.7 
19.6 
18.4 
65.0 
64.7 
67,7 
672 
10.6 
13.5 
12.7 
13.4 
340 
365 
366 
366 
366 
366 
367 
368 
7.4 
0.3 
0.0 
0.0 
0.0 
0.3 
0.3 
22.0 
18.6 
17,3 
-
654 
67.8 
69.5 
-
12,6 
13.6 
13.2' 
— 
13 039 
14 150 
14 247 
14313 
14 367 
14 424 
14 492 
14 572 
0.8 
0,7 
0.5 
0.4 
0.4 
0.5 
0.6 
27.2 
22.1 
19.7 
18.8 
62.6 
65.4 
68.3 
68.9 
10.2 
11.6 
12.0 
12.3 
9044 
9 909 
9855 
9 930 
10009 
10089 
10157 
10 208 
0.9 
- 0 . 5 
0.8 
0,8 
0.8 
0.7 
0.5 
28.8 
25.5 
23.8 
22.7 
62.0 
63.1 
64.3 
64.9 
9,2 
11.4 
119 
12,4 
55 632 
56314 
56379 
56 335 
56 377 
56 488 
56 618 
56 763 
0,0 
0.1 
0.1 
0.1 
0.2 
0.2 
0.3 
24.0 
20.8 
19.4 
19.1' 
63.2 
64.2 
65.6 
65.6' 
12.8 
15.0 
15.0 
15.2' 
303 388 
318018 
319116 
319 909 
320 608 
321 273 
322 018 
322 771 
0.4 
0.3 
0.3 
0.2 
0.2 
0.2 
0.2 
24.8 
21.5 
19.8 
-
63.2 
64.8 
66.8 
-
12.0 
137 
13.4 
— 
' 1985. 
Source: Demographic statistics 1986, Euroslat. 
123 
SOCIAL EUROPE 
I. Population (continued) 
Year 
1970 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1970 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1970 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
Β 
2. Comp 
(a) Birth 
14.8 
12.6 
12.6 
12.2 
11.9 
11.7 
11.6 
11.9 
DK DE GR 
Dnents of population changes 
rate (live births per 
14,4 
112 
104 
103 
99 
10 1 
10 5 
108 
13.4 
10.1 
10.1 
10,1 
97 
95 
96 
103 
E 
000 inhabitants) 
16.5 
154 
145 
14.0 
13 5 
127 
11 8 
11 3 
19.6 
15.2 
14.1 
136 
125 
12.1 
12,1' 
12,0' 
F 
16.8 
14.9 
14.9 
146 
13.7 
138 
139 
14.1 
IRL 
21.8 
21.8 
21.0 
20.3 
19,1 
18.1 
17,6 
17.3 
IT 
16.8 
11.3 
11.0' 
10.9' 
10.6' 
10.3' 
10.1' 
9.7' 
L 
13.0 
11.4 
12.1 
11.8 
11,4 
11.5 
11,2 
11.7 
NL 
18.3 
12.8 
12.5 
120 
118 
12.1 
12.3 
12.7 
Ρ 
20.0 
16,2 
15,4 
15,2 
14.4 
14.2 
12.8 
12.4 
UK 
16.2 
13.4 
13.0 
12.8 
12.8 
12.9 
13.3 
13.3 
EUR 12 
16.4 
13.0 
12.7 
12.4 
11.9 
11.8 
11.82 
11.9* 
(b) Death rate (deaths per 1 000 inhabitants) 
12.3 
11.5 
11.4 
11.1 
11.3 
11.1 
11.2 
11.2 
9.8 
109 
11 0 
108 
11 2 
11 2 
11 4 
11 3 
12.1 
11 6 
11 7 
11 6 
11 7 
11.3 
11 5 
11,5 
8.4 
9 1 
89 
88 
92 
89 
93 
92 
8.3 
7.7 
7.8 
75 
7.7 
7.7 
7.7' 
7.6' 
10.7 
102 
10.2 
100 
10.2 
9.9 
100 
9.9 
11.4 
9.8 
96 
9.3 
9.4 
9.1 
9,4 
9.5 
9.7 
98 
9.6' 
9 4' 
9.9' 
9.3' 
9.5' 
9.5' 
12.2 
11.3 
11.2 
11.3 
11.3 
11.1 
11.0 
10.7 
8.4 
8.1 
8.1 
8.2 
8.2 
8.3 
8.5 
8.6 
103 
9.9 
97 
9.3 
9.6 
9.6 
9.6 
9.4 
11.8 
11 
11 
11 
11 
11 
11 
11 
7 
7 
8 
7 
4 
8 
7 
10.6 
10.3 
10.2 
10.1 
10.3 
10.0 
10.22 
10.12 
(c) Net immigration (per 1 000 inhabitants) 
+0 .4 
- 0 . 3 
- 0 . 8 
- 0 . 5 
- 0 . 8 
0.0 
0.0 
- 0 . 1 
+ 2.4 
+ 0.1 
-0.4 
-0.0 
+ 0.3 
+ 0.8 
+ 1.9 
+ 2.1 
+9.2 
+ 5.1 
+ 2.5 
-1.2 
-1.9 
-2.5 
+ 1.4 
+3.2 
-5.3 
+ 5.2 
+0.7 
+ 0.8 
+0.9 
+ 1.0 
+0.5 
+ 1.1 
-0.8 
+ 3.0 
0.0 
-0.6 
-0.1 
-0.2 
-3.2 
-
+ 3.5 
+ 0.8 
+ 1.1 
+ 0.7 
+0.3 
+0.3 
00 
0.0 
-1.2 
-0.2 
+ 0.3 
-3.2 
-2.7 
-5.0 
-7.3 
-7.3 
-2.2 
-0.1 
-0.5 
+ 1.9 
+ 2.4 
+ 1.6 
+ 1.4 
+ 1.3 
+3.1 
+3.7 
+ 1.1 
-0.9 
+0.1 
+ 1.3 
+2.3 
+ 5.4 
+2.6 
+3.7 
+ 1.2 
+ 0.2 
+0.4 
+0.6 
+ 1.7 
+2.2 
-16.4 
+ 4.3 
+ 1.7 
+ 1.8 
+ 3.3 
+ 3.3 
+ 2.3 
+ 1.3 
-0.3 
-0.7 
-1.5 
-1.0 
+0.3 
+0.9 
+ 1.3 
+0.5 
+ 1.4 
+ 1.2 
+0.9 
+0.1 
+0.3 
+0.2 
+0.6 
+ 1.1 
' Provisional figures. 
1 Data lor Spain relate to 1984. 
Source: Demographic statistics 1986, Eurostat. 
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II. Education 
Year 
1970 
1985 
1970/71 
1980/81 
1985/86 
1970/71 
1980/81 
1985/86 
First level 
1970/71 
1980/81 
1985/86 
Second level 
1970/71 
1980/81 
1985/86 
Third level 
1970/71 
1980/81 
1985/86 
Β 
1. Comp 
6-14 
6-18' 
2. Numb 
(a) in 1 0 
2 361 
2 289 
2 255 
(b)as% 
78.4 
77.6 
82.2 
(c) by le\ 
44.2 
37.5 
33.6 
31.1 
37.1 
37.9 
5.3 
8.6 
11.0 
DK 
jlsory edu 
7-14 
7-16 
ers of pup 
00s 
951 
1 103 
1063 
of the pop 
61.3 
72,5 
73.4 
el of educ 
47.8 
39.4 
38.1 
40.1 
45.2 
44.8 
99 
9.6 
11.8 
DE GR 
cation (age) 
6-14 
6-15 
7-13 
5.5-14.5 
Is and students 
11060 
12 455 
10872 
1648 
1908 
2 0262 
E 
6-14 
6-14 
6929 
9 538 
10155 
ulalion aged 5 to 24 years 
63.3 
68.9 
66.9 
59.7 
65.6 
69.92 
ation as % 
36.9 
23.1 
21.7 
46.2 
54.8 
49.6 
6.1 
9.7 
14.1 
55.8 
47.2 
44.42 
33.7 
38.8 
39.42 
5.2 
6.3 
8.2·' 
60.2 
746 
78.8 
51.4 
38.8 
35.2 
31.7 
41.7 
44.5 
5.1 
7.1 
9.2 
F 
6-15.5 
6-15.5 
12 396 
13 442 
13 421 
73.2 
794 
81.6 
41.5 
36.5 
30.9 
34.4 
38.1 
40.4 
62 
7.6 
9,5 
IRL 
6-14 
6-15 
766 
911 
970 
69.7 
70.4 
73.0 
52.2 
47.2 
44.2 
27,2 
33.0 
34.9 
3.4 
4.6 
5.7 
IT 
6-14 
6-14 
11036 
12699 
11882 
66.1 
72.2 
68.7 
44.7 
34.9 
31.3 
34.7 
42.0 
45.5 
6,2 
8.3 
9,4 
L 
6-15 
6-15 
61.5 
61.2 
-
62.1 
59.0 
— 
52.3 
44.2 
-
33.9 
41.5 
-
0.9 
1.3 
— 
NL 
6-14 
5-16 
3 204 
3 517 
3315 
68.2 
74,5 
75.0 
47.7 
39.9 
35.5 
31.4 
40.3 
44.3 
5.5 
8,1 
9.3 
Ρ 
6-12 
6-14 
1510 
1826 
2 1072 
47.7 
54.6 
62.02 
76.0 
63.7 
60.52 
18.4 
25.8 
28.42 
4.5 
5.0 
5.62 
UK 
5-15 
5-16 
10819 
11 255 
10 247 
63.4 
65.8 
62.7 
54.0 
44.1 
42.3 
38.9 
48.3 
48.4 
4.2 
4.7 
5.9 
EUR 12 
5-15.5 
5-18 
62 741 
71002 
68 371s 
65.3 
71.5 
71.6 
46.4 
36.8 
33.8 
36.3 
43.7 
443 
56 
7.5 
95 
s Estimates Eurostat 
' 16yearsand older: 
' 1984/1985. 
Source: Eurostat. 
at least participation in part-time education. 
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III — Employment 
Year 
1970 
1975 
1980 
1985 
1986 
1970 
1975 
1980 
1985 
1986 
1970 
1975 
1980 
1985 
1986 
1970 
1980 
1985 
1986 
Agriculture, fishery 
1970 
1980 
1985 
1986 
Β DK DE GR E F IRL IT L NL Ρ UK EUR 12 
1. Working population 
(a) 1000 
3 824 
3999 
4156 
4 202 
4 212 
annual average 
2380 
2486 
2662 
2834 
2898 
26817 
26 884 
27 217 
27 844 
28 024 
3430s 
3434s 
3636 
4 078s 
4 063s 
13 049 
13 757 
13 456 
13 938 
14147 
21434 
22 354 
23 370 
23 902 
24 009 
1 118 
1 158 
1247 
1305 
1303 
20 886 
21233 
22 459 
23 495 
23 851 
135.8 
150.3 
152.5 
156.3 
157.4 
4 795 
4 991 
5386 
5 812 
5843 
_ 
4030 
4338 
4 522 
4 519 
25 308 
25 877 
26 841 
27 643 
27 772 
127189s 
130 353s 
134 920 
139 731s 
140 798 
(b)as% of total population (activity rales) 
39.7 
40.8 
42.2 
42.6 
42.7 
48.3 
49 1 
52.0 
55 4 
56.6 
44 2 
43.5 
44.2 
45.6 
45.9 
39.0 
38.0s 
37.7 
41.0s 
40.8s 
38.6 
38.7 
37.7 
41.0 
40.8 
42.2 
42.4 
43.4 
43.3 
43.3 
37.9 
36.4 
36.7 
36.9 
36.8 
38.8 
38.3 
39.8 
41.1 
41.7 
40.0 
41.7 
41.8 
42.6 
42.8 
36.8 
36.5 
38.1 
40.1 
40.1 
_ 
42.8 
44.4 
44.5 
44.3 
45.5 
46.0 
47.7 
48.8 
48.9 
41.9s 
41.8s 
42.4 
43.4s 
43.6 
2. Total employment 
(a) 1000 
3698 
3 783 
3 797 
3662 
3 698 
— annual 
2363 
2365 
2489 
2598 
2 709 
average 
26 651 
25810 
26 328 
25 540 
25 796 
3 294s 
3 359s 
3 541 
3 774s 
3 776s 
12856 
13133 
11946 
10 955 
11 174 
20905 
21453 
21903 
21460 
21519 
1053 
1073 
1 156 
1079 
1075 
19 775 
20 007 
20869 
21 113 
21240 
140.2 
157.5 
158.2 
161.9 
165.1 
4 708s 
4 747 
5 077 
5178 
5238 
_ 
3 852 
4 007 
4 137 
4137 
24 753 
25 035 
25 328 
24 465 
24 561 
124 192s 
124 774s 
126 599 
124 123s 
125 088 
(b) Female employment as % of total employment 
31.9 
35.1 
37.4 
38.0 
(c) Total 
4.7 
2.9 
2.9 
2.8 
38.6 
44.0 
44.5 
45.0 
36.0 
37.3 
38.2 
38.3 
26.4s 
28.1 
32.3s 
32.1s 
employment by sectors as % 
11 3 
80 
70 
6 1 
85 
55 
53 
52 
38.8s 
28.7 
27.5s 
27.2s 
24.1 
27.8 
283 
28.8 
28.5 
18 5 
176 
15.6 
34.9 
38.5 
40.5 
40.8 
13 2 
85 
7.4 
7.1 
26.7 
28.8 
30.8 
31.1 
26 9 
18 1 
158 
15,6 
27.5 
31.3 
32.4 
32.8 
19.6 
13 9 
109 
10,6 
26.9 
30.8 
34.2 
34.2 
9.3 
5.4 
4,2 
3.9 
25.7s 
30.0 
33.6 
33.8 
6.1s 
48 
48 
4,7 
_ 
38.1 
40.0 
42 1 
— 
28.0 
234 
21.5 
35.8 
39.8 
41.7 
42.1 
3.2 
2.6 
26 
2.5 
32.5s 
35.6 
37.1s 
37.5s 
— 
9.4 
8.5s 
8,1 
s Estimates Eurostat. 
Source: Employment and unemployment — 1988. Eurostat. 
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STATISTICAL DATA 
III. Employment (continued) 
Year 
Industry 
1970 
1980 
1985 
1986 
Services 
1970 
1980 
1985 
1986 
1970 
1975 
1980 
1985 
1986 
1970 
1975 
1980 
1985 
1986 
1970 
1975 
1980 
1985 
1987 
1970/75 
1975/80 
1980/85 
1986/87 
Β 
41.6 
33.6 
29.2 
28.6 
53.7 
63.4 
67.9 
68.6 
3. Empie 
(a)Total 
3004 
3152 
3174 
3 017 
3043 
(b)as% 
81.2 
83.3 
83.6 
82.4 
82.3 
4. Empie 
(a) 1000 
60.2 
61.4 
47.4 
35.6 
28.9 
(b)Aver 
+ 0.5 
- 5.1 
- 5.5 
-11.2 
DK 
37.1 
28.6 
26.4 
26.5 
51.7 
634 
66.6 
67.4 
yees in er 
(1000) -
1885 
1932 
2 097 
2 284 
2399 
of total en 
79.8 
81 7 
84.3 
87.9 
88,6 
yees in th 
— annua 
_ 
2.7 
2.5 
1.7 
1.6 
sge annua 
_ 
-1.6 
-7.4 
-9.5 
DE 
48.4 
43.2 
40.2 
40.1 
43.1 
51.3 
54.5 
54,7 
nploymen 
GR 
23.8s 
28.7 
26.0s 
26.8s 
37.4s 
42.6 
46.5s 
46.0s 
annual average 
22 229 
22 014 
23 009 
22 274 
22 525 
ployment 
83.4 
85.3 
874 
87.2 
873 
-
1853 
1955s 
1949s 
_ 
— 
52.3 
51.8s 
51.6s 
e iron and steel indi 
average 
237.5 
226.8 
201.0 
152.0 
137.4 
I increase 
-0.9 
-2.4 
-5.4 
-7.2 
_ 
--
4.2 
-
E 
36.0 
34.8 
30.7 
31.0 
35.5 
46.7 
51.7 
534 
8 383 
9 305 
8 437 
7 654 
7 968 
65.2 
70.9 
70.6 
69.9 
71.3 
F 
38.1 
35.0 
31.2 
30.5 
48.7 
56.5 
61.5 
62.3 
16518 
17 648 
18 321 
18119 
18 204 
79.0 
82.3 
83.6 
84.4 
84.6 
stry(ECSC) 
_ 
— -— -
( + ) or decrease ( -
_ 
— — -
_ 
-— -
145.6 
156.9 
113.6 
80.7 
630 
) as % 
+ 1.5 
- 6.2 
- 6.6 
-12.4 
IRL 
29.6 
32.1 
28.4 
28.0 
43.5 
49.8 
55.8 
56.4 
725 
771 
874 
820 
825 
68.9 
71.9 
75.6 
76.0 
76.7 
_ 
0.8 
0.7 
0.6 
0.6 
_ 
-3.2 
-2.5 
+8.7 
IT 
38.4 
36.9 
32.7 
32.1 
42.0 
49.2 
56.5 
57.3 
13 368 
14 251 
15 055 
15 023 
15084 
67.6 
71.2 
72.1 
71.2 
71,0 
74.1 
96.1 
100.6 
71.1 
65.0 
+ 5.3 
+0.9 
-6.7 
-5.7 
L 
44.1 
38.1 
33.4 
32.8 
46.6 
56.6 
62.4 
63.2 
112.6 
132.8 
137.0 
143.1 
146.6 
80.3 
84.3 
86.6 
88.4 
88.8 
23.0 
22.6 
16.0 
12.4 
11.6 
-0.3 
-6.6 
-5.0 
-7.5 
NL 
38.1s 
30.8 
26.6 
26.3 
55.7s 
64,4 
68.6 
69.0 
4 045s 
4 140 
4 462 
4 590 
4 664 
85.9s 
87.2 
87.9 
88.8 
89.0 
21.3 
25.6 
21.0 
18.9 
18.8 
+3.8 
-3.9 
-2.1 
-0.5 
Ρ 
— 35.3 
33.3 
33.5 
-36.7 
43.3 
45.0 
_ 
2586 
2 729 
2815 
2 842 
_ 
67.1 
68.1 
68.0 
68.7 
_ 
-— — -
_ 
— -— 
UK 
44.1 
37.2 
31.4 
30.7 
52.7 
60,2 
66.0 
66.8 
22 851 
23 042 
23 295 
21835 
21915 
92.3 
92.0 
92.0 
89.3 
89.2 
_ 
191.1 
133.4 
60.7 
55.0 
- 6.9 
-14.6 
- 3.3 
EUR 12 
— ■ 36.9 
32.8s 
32.5s 
— 53.6 
58.7s 
59.4s 
_ 
— 
103 443 
100 528s 
101 565s 
_ 
-81,7 
81.0 
81.2 
_ 
— -— -
— --
s Estimates. 
Source: Employment and unemployment 1987, Eurostat. 
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SOCIAL EUROPE 
IV. Unemployment 
Year 
1970 
1975 
1980 
1985 
1987 
1987 March 
1987 June 
1987 September 
1987 December 
1970 
1975 
1980 
1985 
1987 
1987 March 
1987June 
1987 September 
1987 December 
1970 
1980 
1985 
1987 
1975 
1980 
1985 
1987 
Β 
1. Regist 
(a) 1000 
80s 
201s 
369 
557 
501 
495 
466 
516 
498 
DK DE GR 
ered unemployed (according 
— annual 
25s 
122s 
176 
242 
216 
245 
190 
201 
227 
average 
148 
1086 
899 
2305 
2233 
2 412 
2 097 
2 107 
2308 
49 
35 
37 
85 
110 
133 
91 
81 
137 
(b) as%ol the civilian working populat 
2.1s 
5.1s 
9.1 
13.6 
12.2 
12.0 
11.3 
12.5 
12.1 
2. Struct 
(a) Propt 
36.0s 
61.6 
56.0 
58.3 
(b) Prop 
40.0s 
38.0s 
34.9 
32.0 
1.1" 
5.0» 
67 
87 
76 
86 
67 
70 
80 
0.6 
4.1 
34 
8.4 
8.1 
88 
76 
77 
84 
_ 
— 
-
7.8 
7.5s 
— 
-
-
-
jre of unemployment 
E F IRL 
o national definitions) 
146 
257 
1277 
2 642 
2 924 
2 977 
2839 
2 879 
3 024 
on (unem 
1.2 
1.9 
9.9 
19.9 
22.0s 
22 1 
21.1 
22.0 
23.2s 
>rtion of women among the unemployed 
22.0s 
50.0 
56.8 
56.6 
38.3 
51,8 
44,1 
45.8 
_ 
40.5 
41.6 
46.0 
_ 
31.4 
39.5 
47.8 
262 
840 
1451 
2458 
2 622 
2 679 
2 459 
2 674 
2 677 
59 
96 
101 
231 
247 
249 
247 
242 
250 
ployment rates) 
1.3 
3.9 
6.4 
10.5 
11.2 
114 
10.5 
114 
11.4 
as% 
44.4 
54.6 
48.2 
50.5 
5.3 
8.4 
8.2 
17.9 
19.2 
19.3 
19.1 
18.7 
19.4 
17.0 
239 
26.2 
28.8 
IT 
888 
1 107 
1580 
2 959 
3 297 
3348 
3 213 
3 326 
3 447 
4,4 
5.3 
7.2 
12.9 
14.2 
14,4 
13.8 
14.3 
14,8 
30.1 
46.8 
48.6 
48.9 
jrtion of young people aged under 25 years among the unemployed a; 
_ 
30.2s 
24 7 
23 3 
24.9 
25.0s 
24.4s 
21.6 
_ 
9.9 
34.4 
28.5 
_ 
47.5 
453 
424 
42.0 
42.1 
384 
31.7 
_ 
23.7 
31.0 
30.0 
_ 
47.2 
46.8 
46.6 
L 
0 
0.3 
1.1 
2.6 
2.7 
2.9 
24 
2.6 
2.9 
0.0 
0.2 
0.7 
1.7 
1.7 
1.8 
1.5 
1.7 
1.8 
82.2 
51.9 
48.1 
43.2 
% 
_ 
48.3 
47.4 
38.6 
NL 
59s 
260 
325 
761 
686 
692 
658 
687 
697 
1.3s 
5.3 
6.2 
13.3 
11.9 
12.1 
11.5 
12.0 
12.1 
17.6s 
35.8 
34.6 
37.5 
34.4 
39.4 
37.6 
33.0 
Ρ 
13 
107 
285 
342 
319 
359 
300 
283 
310 
_ 
-
-
8.6 
-
9.3 
8.7 
8.4s 
8,6s 
_ 
59.2 
56.1 
56.7 
_ 
-
-
-
UK 
558s 
909s 
1591s 
3 271 
2 953 
3 143 
2905 
2 870 
2 696 
2.2s 
3.6s 
6.0s 
12.0 
10.8 
11.5 
10.6 
10.5 
9.8 
15.4s 
30.4s 
31.2 
30.7 
3.1s 
41.7s 
37.8 
33.4 
EUR 12 
2 287s 
5 020s 
8 093s 
15856 
16110 
16 738 
15 467 
15 867 
16 274 
1.9s 
3.9s 
6.1s 
11.6s 
11.7s 
12.1 
11.2 
11.5 
11.8 
_ 
43.4 
42.3 
44.9 
_ 
41.0' 
38.5' 
35.6' 
s Estimates. 
' Portugal excluded. 
Source: Employment and unemployment - 1988. Eurostat. 
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STATISTICAL DATA 
V. Working conditions 
Year 
1970 
1980 
1985/86 
1970 
1980 
1984 
1985 
1986 
1970 
1980 
1985/86 
1970 
1980 
1984 
1985 
1986 
1970 
1980 
1984 
1985 
1986 
Β DK DE GR E F IRL IT L NL Ρ UK EUR 12 
1. Hours of work per week 
(a) Normal hours of work lor industrial workers lixed by collective agreements 
42-44 42.5-41.75 40-41 
37.5-40 40 40 
36-40 39-40 38-40 
(b) Hours of work offered to ι 
42.7 - 44.1 
35.7 38.5 41.6 
35.7 38.5 41.2 
35.7 37.9 40.7 
35.6 - 40.5 
48 
43-44 
38.75-40 
_ 
42-45 
39-40 
ndusthal workers — 
44.62 
39.02 
39.12 
39.32 
-
— 
-
-
-
40' 
40' 
37.5-39 
October 
45.9 
40.9 
38.9 
— 
-
41-42 
40 
40 
42.3 
41.3 
41.1 
41.6 
42-44 
36-40 
35-40 
42.5 
38.4 
37.4 
-
-
41-45 42.5-41.75 
40 
40 
45.0 
40.2 
40.1 
40.6 
41.0 
40 
36-40 
44.3 
40.8 
40.5 
40.5 
-
— 
40-45 
_ 
-
— 
— 
-
40-41 
39-40 
35-40 
_ 
40.7 
42.0 
42.2 
42.0 
40-48 
— 
35-45 
_ 
-
-
— 
-
2. Basic annual paid holidays for industrial workers fixed by collective agreements in days3 
18 18 16*—24 
24 26 ' -30 21*—30* 
24-25 26*-30 2 Γ - 3 2 ' 
6-12 
10-12 
20-24 
20-25 
25 
24 
24 
30 
12-18 
17* —19 
24 
12-15 
20*-24 
25-30 
18-24 
25' 
25* 
15*—18* 
20*-24' 
26" 
-
20-25 
12-18 
18-23 
20-27 
6-24 
10-30' 
20-32' 
3. Strikes 
(a) Working days lost (1000) 
1 432 102 93 
217 192 77 
131 2 921 
2332 35 
- - 28 
2 617 
— 
-
-
1092 
6178 
— 
-
-
1 742 
1511 
1317 
727 
568 
1008 
412 
386 
418 
309 
18 277 
13 514 
7 279 
3177 
4 737 
_ 
0 
0 
0 
0 
263 
54 
29 
89 
— 
_ 
533 
270 
— 
-
10 980 
11964 
27135 
6 402 
1920 
_ 
37 269 
— 
— 
-
(b) Working days lost per 1 000 employees 
482 56 4 
70 90 3 
61 136 
1021 2 
— — — 
_ 
1570 
— 
-
— 
135s 
777s 
891s 
-
— 
110 
82 
73 
40 
31 
1405 
480 
468 
513 
374 
1445 
932 
511 
211 
314 
_ 
0 
0 
0 
0 
69 
13 
7 
20 
-
204 
98s 
— 
-
489 
521 
1277 
298 
88 
_ 
362 
— 
— 
-
Estimates. 
Normal hours fixed by legislation. 
Hours paid for. 
Working days; where the data have been annotated ' they refer to days ol work. 
Sources: 1 (a) + 2: National collective agreements. 
1(b) Employment and unemployment 1988. Eurostat; Bulletin of 
labour statistics I LO 
3(a) + (b): Eurostat. 
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SOCIAL EUROPE 
VI. Wages — labour costs 
Year 
1975 
1980 
1985 
1986 
1975 
1980 
1985 
1986 
1975/1980 
1980/1981 
1981/1982 
1982/1983 
1983/1984 
1984/1985 
1985/1986 
1975 
1980 
1985 
1986 
1975/1980 
1980/1981 
1981/1982 
1982/1983 
1983/1984 
1984/1985 
1985/1986 
Β 
1. Averaç 
DK DE GR E F IRL 
e gross hourly earnings ol industrial workers' — October2 
IT L NL Ρ UK EUR 12 
(a) Converted into current purchasing power standards 
2.66 
5.40 
8.02 
8.08' 
(b) In na 
65.1 
100.0 
132.3 
132.9 
(c) In na 
8.9 
9.6 
5.6 
5.4 
4.2 
4.1 
0.5 
(d) Deve 
87.7 
100.0 
95.4 
95.0 
(e) Deve 
2.7 
1.7 
­3.9 
­1 .0 
­1.5 
0.1 
­0.4 
3.28 
6.12 
8.77 
9.19* 
2.63 
511 
7.96 
8.48' 
tonal currencies — 
60.9 
100.0 
139.8 
145.4 
73.2 
100.0 
121.3 
126.1 
lonal currencies — 
10.4 
108 
97 
4 1 
43 
59 
4,0 
opment ir 
103.1 
100.0 
97.5 
97.1 
opment ir 
­0.6 
­1 .0 
­0.7 
­1.2 
­1.6 
2.1 
­0.4 
6.4 
5.7 
43 
33 
2.5 
4.0 
4.0 
1.20 
2.83 
5.10 
5.01* 
_ 
---
ndices (1980= 100) 
35.8 
100.0 
301.8 
334.9 
_ 
100.0 
189.4 
— 
1.92 
3.92 
6.21 
-
52.4 
100.0 
164.9 
— 
2.34 
4.31 
7.00 
7.55' 
47.2 
100.0 
180.3 
194.4 
average annual rates ol increase as % 
22.8 
27.5 
36.0 
185 
24 1 
184 
11 0 
_ 
18.4 
14.7 
13 7 
11.3 
102 
— 
real terms — indices (1980= 
88.8 
100.0 
100.8 
105.8 
76.3 
100.0 
116.0 
105.5 
_ 
100.0 
106.3 
-
13.8 
15.1 
13.0 
12.9 
6.1 
5.8 
-
100) 
87.0 
100.0 
106.8 
— 
16.2 
19.7 
14.4 
11,3 
10.4 
7.2 
78 
92.9 
100.0 
102.4 
107.2 
real terms — average annual rates ol increase as 
2.4 
­1.5 
­0.7 
06 
03 
2.1 
5.0 
5.6 
1.7 
134 
­2.2 
5.2 
­2.3 
­9.1 
_ 
33 
03 
1.3 
0 1 
12 
-
2.8 
08 
34 
24 
­0 .8 
09 
-
1.5 
­0.3 
­2.3 
12 
22 
1 6 
4.7 
2.34 
4.58 
7.23 
-
39.5 
100.0 
199.8 
-
20.4 
24.1 
17.0 
15,9 
7.4 
10.6 
— 
87.1 
100.0 
108.1 
-
% 
2.8 
6.1 
­0.1 
24 
­1.9 
1 5 
-
3.26 
6.08 
8.50 
8.75' 
68.2 
100.0 
131.3 
135.6 
7.9 
5.2 
8.1 
7.9 
3.5 
3.4 
3.3 
89.9 
100.0 
92.6 
96.5 
2.2 
­3.4 
­2.0 
­0.4 
­1.3 
­0.5 
4.2 
2.97 
5.40 
8.04 
-
71.0 
100.0 
117.9 
— 
7.1 
5.3 
6.8 
2.0 
0.4 
2.4 
— 
94.6 
100.0 
97.5 
-
1.1 
­1 .8 
1.9 
­0.6 
­2.4 
0.4 
_ 
---
_ 
100.0 
250.7 
295.9 
_ 
24.7 
23,0 
17.9 
15.2 
20.4 
18.0 
_ 
100.0 
88.2 
93.2 
3.9 
0.2 
­5.8 
­10.6 
0.6 
5.7 
2.86 
4.69 
7.87 
8.40* 
52.7 
100.0 
154.8 
165.3 
13.6 
12.1 
9.0 
7.9 
8.9 
7.9 
6.8 
100.6 
100.0 
111.6 
115.7 
­0.1 
0.4 
2.0 
2.7 
3.7 
2.3 
3.7 
All industry (NACE 1—5 except 16 and 17). Denmark and Ireland: building industries excluded. Greece: manufacturing industries. 
Ireland: September. Spain: annual average. 
Provisional data. 
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STATISTICAL DATA 
VI. Wages ­­ labour costs (continued) 
Year 
1975 
1980 
1985 
1986 
1975­
1980­
1985­
1975 
1978 
1981 
1984 
1985 
1986 
1975 
1978 
1981 
1984 
1985 
1986 
1975 
1978 
1981 
1984 
1980 
1985 
1986 
Β 
2. Averaç 
DK DE GR E F IRL IT L 
e gross monthly earnings ol non­manual workers in industry — October 
NL Ρ UK EUR 12 
(a) In national currencies ­ indices (1980 = 100) 
67.3 
100.0 
128.2 
129.2 
66.7 
100.0 
147.9 
156.7 
71.3 
100.0 
123.3 
128.6 
56.9 
100.0 
154.2 
-
_ 
— — -
44.0 
100.0 
202.2 
-
65.1 
100.0 
135.6 
143.5 
70.4 
100.0 
115.5 
— 
_ 
-— -
50.6 
100.0 
161.0 
— 
_ 
--— 
(b) In national currencies — average annua! rates of increase as % 
8.2 
5.1 
0.8 
3. Labou 
(a) Avera 
5.97 
9.31 
12.08 
13.09 
13.92 
14.70 
(b) Cour 
92.6 
100.0 
100.0 
92.6 
93.4 
91.2 
(c) Direc 
75.6 
76.1 
75.9 
75.3 
8.4 
8.1 
6.0 
r costs in 
7.0 
4.3 
4.3 9.7 
11.9 
9.1 
-
__ 
— -
ndustry (manual and non­manual workers) 
ge hourly labour costs in ECU 
567 
7.93 
9.63 
11.90 
-— 
try with th 
87.9 
85.2 
79.7 
84.2 
— -
t cost of Ii 
93.3 
94.5 
94.3 
92.5 
5.76 
8.49 
10.94 3.83 
14.14 3.88 
14.90 
16.12 
e highest level = 100 
89.3 
91.2 
90.6 31.7 
100.0 27.4 
100.0 
100.0 
4.59 
6.44 
9.63 
12.17 
— -
71.2 
692 
79.7 
86 1 
— — 
bour in industry as % of total costs 
79.9 
78.3 
77.9 83.0 
77.0 81.0 
70.9 
71.1 
70.5 
68.8 
2.68 
3.71 
6.03 
8.582 
— -
41.5 
39.8 
49.9 
60.7 
— — 
85.8 
86.0 
84.0 
-
17.8 
15.1 
-
4.20 
5.01 
7.40 
10.39 
— — 
65.1 
53.8 
61.3 
73.5 
— -
69.9 
70.9 
742 
73.3 
8.6 
6.3 
5.8 
5.62 
8.54 
9.71 
10.96 
11.38 
11.96 
87.1 
91.7 
80.4 
77.5 
76.4 
74,2 
82.5 
83.8 
84.6 
83.7 
7.3 
2.9 
-
6.45 
9.03 
10.73 
13.59 
14.28 
15.41* 
100 
97.0 
88.8 
96.1 
95.8 
95.6 
73.8 
73.9 
73.3 
73.3 
_ 
— -
_ 
— 
2.502 
2.38 
--
_ 
— 
20.7 
16.8 
— -
_ 
— 
75.02 
75.0 
14.6 
10.0 
-
3.02 
3.81 
7.43 
8.84 
— -
46.8 
40.9 
61.5 
62.5 
--
85.6 
82.4 
81.5 
81.3 
_ 
--
_ 
6.13 
9.13 
11.36 
— -
65.8 
75.6 
80.3 
— -
All industry (NACE 1—5 except 16 and 17). Ireland and Denmark: building industries excluded. Greece: manufacturing industries. 
Data lor 1982. 
Provisional ligures. 
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VII. Standard of living 
Year 
1970 
1980 
1984 
1985 
1970 
1980 
1984 
1985 
1970 
1980 
1983 
1984 
1985 
1970 
1980 
1983 
1984 
1985 
Β 
1. Dwelli 
(a) Exist 
372 
386 
404 
405 
DK 
igs 
DE GR E F IRL 
ng dwellings per 1 000 inhabitants — end of the year 
353 
422 
474 
477 
341 
412 
438 
443 
(b) Completed dwellings per 
4.83 
4.9' 
2.6' 
3.13 
2. Durab 
(a) Pass« 
213 
320 
331 
335 
339 
10.3 
59 
56 
48 
7.8 
63 
65 
5.1 
e consumer goods 
nger cars 
218 
271 
272 
282 
293 
pert 000 
230 
377 
400 
413 
424 
280 
354 
-
-
314 
350' 
398 
-
1 000 inhabitants 
13.03 
20.21 
-
-
9.1 
7.0 
5.1 
-
— end of year 
nhabitanls 
26 
89 
109 
116 
127 
71 
202 
228 
231 
240 
376 
436 
444' 
-
9.3 
7.0 
68 ' 
-
254 
343 
372 
378 
380 
244 
263 
276 
278 
4.6 
8.1 
9.9 
67 
133 
215 
206 
208 
-
IT 
319 
3892 
-
— 
7.0 
4.5 
-
-
190 
310 
359 
366 
392 
L 
332 
383 
-
— 
5.2 
5.6 
-
-
278 
352 
385 
400 
416 
NL 
295 
343 
367 
372 
9.1 
8.1 
8.0 
7.0 
195 
322 
332 
335 
339 
Ρ 
_ 
3482 
— 
— 
2.9 
4,1 
4.3 
-
47 
156 
152 
159 
-
UK 
346 
382 
393 
-
6.6 
4,5 
4,1 
-
210 
281 
295 
305 
313 
EUR 12 
349 
390 
— 
-
7.8 
6.3 
— 
-
191 
298 
324 
327 
— 
(b) Television sets per 1 000 inhabitants 
217 
298 
303 
303 
302 
274 
362 
369 
371 
370 
275 
320 
335 
341 
346 
113 
238 
257 
264 
272 
163 
238 
258 
— 
270 
216 
297 
375 
-
394 
149 
181 
205 
211 
213 
181 
234 
243 
-
253 
208 
247 
255 
— 
252 
237 
296 
310 
312 
315 
42 
140 
151 
-
157 
294 
331 
328 
330 
331 
223 
288 
294 
— 
-
' 1979. 
2 1981. 
1 Buildings started 
4 Provisional figures. 
Source: Revue 1970- 1979 and 1975-1984. Eurostat. 
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VII. Standard of living (continued) 
Year 
1970 
1980 
1983 
1984 
1985 
1980 
1985 
1986 
1987 
1980/81 
1981/82 
1982/83 
1983/84 
1984/85 
1985/86 
1986/87 
Β 
(c) Instai 
211 
365 
417 
— 
-
3. Consu 
(a) Indie 
100.0 
140.5 
142.3 
144.5 
(b) Annu 
7.6 
8.7 
7.7 
6.4 
4.9 
1.3 
1.5 
DK 
ed teleph 
342 
644 
719 
749 
-
mer price 
3S (1980 = 
100.0 
146.4 
151.7 
157.8 
al average 
11.7 
10.1 
6.9 
6.3 
4,7 
3.6 
4.0 
DE 
ones per 
228 
464 
572 
598 
621 
3 
100) 
100.0 
121.0 
120.7 
121.0 
GR E 
000 inhabitants 
119 
291 
336 
357 
375 
100.0 
256.3 
315.5 
366.3 
rale of increase 
6.3 
5.3 
3.3 
2.4 
2.2 
-0.2 
0.2 
24.5 
21.0 
20.5 
18.3 
19.4 
22.8 
16.1 
137 
315 
352 
-
— 
100.0 
178.0 
193.6 
203.8 
14.6 
14.4 
12.2 
11.3 
8.8 
8.8 
5.3 
F 
173 
460 
544 
-
— 
100.0 
158.0 
162.2 
167.3 
13.4 
11.8 
9.6 
7.3 
5.8 
2.5 
3.1 
IRL 
104 
187 
235 
253 
266 
100.0 
178.4 
185.2 
191.0 
20.4 
17.2 
10.4 
86 
5.4 
3.8 
3.1 
IT 
175 
337 
405 
-
— 
100.0 
190.3 
201.4 
211.0 
17.8 
16.5 
14.7 
10.8 
9.2 
5.8 
4,8 
L 
241 
361 
388 
402 
414 
100.0 
142.3 
142.7 
142.6 
8.1 
9.4 
8.7 
5.6 
4.1 
0.3 
-0.1 
NL 
169 
347 
380 
390 
401 
100.0 
122.3 
122.7 
122.5 
6.7 
5.7 
2.7 
3.2 
2.3 
0.3 
-0.2 
Ρ 
87 
132 
169 
— 
-
100.0 
284.1 
317.6 
347.2 
20.0 
22.7 
25! 
28.9 
19.6 
11.8 
9.3 
UK 
270 
496 
520 
-
— 
100.0 
141.5 
146.3 
152.4 
11.9 
8.6 
4.6 
5.0 
6.1 
3.4 
4.2 
EUR 12 
' 197 
405 
468 
— 
— 
100.0 
153.7 
159.2 
164.3 
12.1 
10.7 
8.6 
7.4 
6.1 
3.6 
3.2 
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VIII. Social protection 
Year 
1970 
1975 
1980 
1983 
1984 
1985 
1975 
1980 
1983 
1984 
1985 
1970 
— Sickness 
- Invalidity, employment 
injuries 
— Old age, survivors 
— Maternity, family 
— Unemployment, voca­
tional training, placement 
- Other 
Β DK DE GR E F IRL IT L NL Ρ UK EUR 12 
1. Total social protection expenditure as a% of the gross domestic product 
18.7 
24.2 
28.0 
30.8 
29.4 
-
19.6 
25.8 
28 7 
30.2 
28 7 
27.5 
21.5 
29.7 
28.6 
291 
28.7 
-
_ 
-
-
-
-
-
_ 
-
-
-
-
-
19.2 
22.9 
25.5 
28.5 
-
— 
13.8 
19.7 
20.6 
239 
23.3 
23.9 
_ 
19.6 
19.8 
23.7 
233 
23.4 
15.6 
22.4 
26.4 
26.5 
-
00 
19.7 
26.7 
30.4 
33.7 
-
00 
-
13.0 
-
— 
-
14.3 
20.1 
21.6 
24.1 
24.1 
-
_ 
-
-
— 
-
-
2. Social protection benefits 
(a) Bene 
1720 
2190 
2290 
2 210 
-
its per inhabitant at 1980 prices and purchasing power parities 
2110 
2 420 
2660 
2620 
2630 
2190 
2500 
2 520 
2 490 
-
-~ 
— 
-
— 
-
_ 
-
-
— 
-
1670 
2150 
2 420 
— 
-
820 
1020 
1 160 
1 150 
1 180 
1 190 
1460 
1820 
1830 
1870 
1760 
2340 
2290 
— 
-
2080 
2590 
2 760 
— 
-
_ 
530 
-
— 
— 
1390 
1660 
1900 
1930 
-
_ 
-
-
-
-
(b) Benefits per function as % 
22.1 
12.6 
40.6 
20.0 
3.7 
0.9 
100.0 
292 
14.1 
36.3 
14 1 
28 
36 
100.0 
27.7 
12 6 
45.6 
102 
20 
1 9 
100.0 
-
— 
-
-
-
— 
-
— 
— 
-
-
-
— 
-
269 
9.9 
41.1 
16.8 
2.0 
3.4 
100.0 
30.8 
9.7 
34.6 
16.9 
2.8 
5.1 
100.0 
' 
263 
21 3 
34.8 
129 
1.1 
3.6 
100.0 
17.7 
19.0 
50.9 
11.8 
00 
0,6 
100.00 
29.9 
12.1 
40.5 
13.9 
3.3 
0.3 
100.0 
-
— 
-
-
-
-
-
28,1 
8.5 
48.7 
11.2 
29 
0.6 
100.0 
— 
— 
-
-
— 
-
-
' Data from the second European social budget. 
Sources: Sespros, Eurostat, excluding Greece and Spain where national definitions apply. 
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VIII. Social protection (continued) 
Year 
1985 
— Sickness 
— Invalidity, employment 
iniuries 
— Old age, survivors 
— Maternity, family 
— Unemployment, voca­
tional training, placement 
- Other 
1970 
— Employers' contrib. 
— Contrib. from 
protected persons 
— Contribution from 
public funds 
- Other 
1985 
— Employer's contrib. 
— Contrib. from 
protected persons 
- Contrib. pubi, funds 
- Other 
Β 
1984 
21.4 
12.2 
40.2 
11.0 
13.7 
1.5 
100.0 
3. Reven 
51.0 
21.2 
23.5 
4.3 
100.0 
1984 
41.4 
19.7 
33.8 
5.1 
100.0 
DK 
21.6 
8.8 
37.7 
10.8 
15.6 
5.5 
100.0 
ue accord 
11.2 
6.4 
79.6 
2.8 
100.0 
10.3 
4.2 
77,4 
8.0 
100.0 
DE 
1984 
31.7 
15.5 
33.3 
8.0 
7.7 
3.9 
100.0 
GR 
— 
— 
— 
-
— 
-
-
E 
1982 
25.5 
11.6 
44.4 
3.0 
15.3 
0.3 
100.0 
mg to nature (%) 1970 
47.1 
24.2 
23.7 
5.1 
100.0 
1984 
40.5 
29.8 
26.3 
3.4 
100.0 
— 
— 
-
— 
-
-
-
— 
-
-
-
-
-
— 
-
-
-
— 
-
-
F 
1983 
24.9 
8.6 
40.8 
11.3 
10.4 
4.0 
100.0 
59.2 
18.9 
18.6 
3.2 
100.0 
1983 
52.8 
23.6 
20.5 
3.1 
100.0 
IRL 
29.0 
7.2 
31.2 
12.3 
14.4 
5.9 
100.0 
21.2 
12.0 
66.0 
0.7 
100.0 
20.9 
13.0 
65.2 
0.9 
100.0 
IT 
22.6 
22.1 
45.4 
6.5 
3.2 
0.2 
100.0 
— 
-
-
— 
-
52.5 
13.9 
31.5 
2.1 
100.0 
L 
1983 
23.7 
18.3 
45.0 
9.5 
3.4 
0.1 
100.0 
36.0 
24.9 
30.3 
8.8 
100.0 
1983 
33.1 
25.5 
32.8 
8.5 
100.0 
NL 
1983 
26.8 
19.4 
28.3 
8.8 
13.3 
3.4 
100.0 
43.3 
35.8 
12.5 
8.4 
100.0 
1983 
32.0 
36.3 
18.3 
13.4 
100.0 
Ρ 
1982 
25.9 
18.2 
38.7 
8.2 
2.5 
6.4 
100.0 
-
-
-
-
-
1982 
54.0 
19.0 
25.0 
2.0 
100.0 
UK 
1983 
20.6 
9.8 
41.4 
12.1 
11.3 
4.8 
100.0 
36.6 
20.5 
34.2 
8.7 
100.0 
1984 
30.8 
16.8 
42.6 
9.7 
100.0 
EUR 12 
— 
— 
— 
— 
— 
-
100.0 
— 
-
-
-
-
-
— 
-
— 
-
135 

ORDER FORM 
Social Europe 
Price annual subscription 
Social Europe + Supplements 
Price combined annual subscription: 
ISSN 0255-0776 
(3 issues per year): 
ECU 28 
ECU 69.50 
Number 
of copies: 
Name and address: 
</> Date: Signature: 
Έ 
Œ 
O 
LL· 
CC 
Lil 
O 
cr 
O 
c o ε 
o Q. 
Q. 
3 C/) 
Ό 
C 
TO 
<i> 
Q. 
O 
3 
LU 
TO 
O 
O 
(O 
ORDER FORM 
Social Europe 
Price annual subscription 
Social Europe + Supplements 
Price combined annual subscription: 
ISSN 0255-0776 
(3 issues per year): 
ECU 28 
ECU 69.50 
Name and address: 
Number 
of copies: 
Date: Signature: 
ORDER FORM 
Social Europe 
Price annual subscription 
Social Europe + Supplements 
Price combined annual subscription: 
ISSN 0255-0776 
(3 issues per year): 
ECU 28 
ECU 69.50 
Number 
of copies: 
Name and address: 
Date: Signature: 
Office des 
publications officielles 
des Communautés européennes 
L-2985 Luxembourg 
Office des 
publications officielles 
des Communautés européennes 
L-2985 Luxembourg 
Office des 
'publications officielles 
des Communautés européennes 
L-2985 Luxembourg 
Venta y suscripciones · Salg og abonnement · Verkauf und Abonnement · Πωλήσεις και συνδρομές 
Sales and subscriptions · Vente et abonnements · Vendita e abbonamenti 
Verkoop en abonnementen · Venda e assinaturas 
BELGIQUE / BELGIË 
BR DEUTSCHLAND 
Bundesanzeiger Verlag 
Breite Straße 
Postfach 10 80 06 
5000 Koin 1 
Tel (02 21) 20 29-0 
Fernschreiber: 
ANZEIGER BONN 8 882 595 
Telefax 20 29 278 
GREECE 
G.C. Eleftheroudakis SA 
International Bookstore 
4 Nikis Street 
105 63 Athens 
Tel : 322 22 55 
Telex: 219410 ELEF 
Telefax: 3254 889 
Sub-agent for Northern Greece: 
Molho's Bookstore 
The Business Bookshop 
10 Tsimiski Street 
Thessaloniki 
Tel 275 271 
Telex 412885 LIMO 
ESPANA 
Boletín Oficial del Estado 
Trafalgar 27 
E-28010 Madrid 
Tel (91) 446 60 00 
Mundi-Prensa Libros, S.A. 
Castellò 37 
E-28001 Madrid 
Tel (91) 431 33 99 (Libros) 
431 32 22 (Suscripciones) 
435 36 37 (Dirección) 
Telex 49370-MPLI-E 
Telefax: (91)275 39 98 
FRANCE 
Moniteur belge / Belgisch Staatsblad 
42. Rue de Louvain / Leuvenseweg 42 
1000 Bruxelles / 1000 Brussel 
Tel 512 00 26 
CCP / Postrekening 000-2005502-27 
Sous-dépôts / Agentschappen: 
Librairie européenne / 
Europese Boekhandel 
Rue de la Loi 244 / Wetstraat 244 
1040 Bruxelles / 1040 Brussel 
Jean De Lannoy 
Avenue du Roi 202 /Koningslaan 202 
1060 Bruxelles / 1060 Brussel 
Tel (02) 538 5169 
Télex 63220 UNBOOK B 
CREDOC 
Rue de la Montagne 34 / Bergstraat 34 
Bte 11 / Bus 11 
1000 Bruxelles / 1000 Brussel 
DANMARK 
J. H. Schultz Information A/S 
EF-Publikationer 
Ottihavej 18 
2500 Valby 
Tlf: 01 44 23 00 
Telefax: 01 44 15 12 
Girokonto 6 00 08 86 
Journal officiel 
Service des publications 
des Communautés européennes 
26. rue Desaix 
75727 Paris Cedex 15 
Tél. (1)40 58 75 00 
Télécopieur: (1) 4058 7574 
IRELAND 
Government Publications Sales Office 
Sun Alliance House 
Molesworth Street 
Dublin 2 
Tel 71 03 09 
or by post 
Government Stationery Office 
EEC Section 
6th floor 
Bishop Street 
Dublin 8 
Tel 78 16 66 
ITALIA 
Libreria giuridica 
Via 12 Ottobre. 172/R 
16 121 Genova 
Tel 59 56 93 
Distribuidora Livros Bertrand Lda. 
Grupo Bertrand, SARL 
Rua das Terras dos Vales. 4-A 
Apart. 37 
2700 Amadora Codex 
Tel. 493 90 50 - 494 87 88 
Telex 15798 BERDIS 
UNITED KINGDOM 
HMSO Books (PC 16) 
HMSO Publications Centre 
51 Nine Elms Lane 
London SW8 5DR 
Tel. (01) 873 9090 
Fax: GP3 873 8463 
Sub-agent: 
Alan Armstrong Ltd 
2 Arkwright Road 
Reading. Berks RG2 OSQ 
Tel. (0734) 75 17 71 
Telex 849937 AAALTD G 
Fax: (0734) 755164 
OSTERREICH 
Licosa Spa 
Via Benedetto Fortini. 120/10 
Casella postale 552 
50 125 Firenze 
Tel. 64 54 15 
Telefax: 64 12 57 
Telex 570466 LICOSA I 
CCP 343 509 
Subagenti: 
Ubrena scientifica Lucio de Biasio -AEKXJ 
Via Meravigli. 16 
20 123 Milano 
Tel 80 76 79 
Herder Editrice e Libreria 
Piazza Montecitorio. 117-120 
00 186 Roma 
Tel. 67 94 628/67 95 304 
Manz'sche Verlagsbuchhandlung 
Kohlmarkt 16 
1014 Wien 
Tel. (0222) 533 17 81 
Telex 11 25 00 BOX A 
Telefax: (0222) 533 17 81 81 
TURKIYE 
Dünya super veb ofset A.S. 
Narlibahçe Sokak No 15 
Cagaloglu 
Istanbul 
Tel. 512 01 90 
Telex: 23822 dsvo-tr 
UNITED STATES OF AMERICA 
European Community Information 
Service 
2100 M Street. NW 
Suite 707 
Washington. DC 20037 
Tel (202) 862 9500 
CANADA 
GRAND-DUCHÉ DE LUXEMBOURG 
Abonnements seulement 
Subscriptions only 
Nur (ur Abonnements 
Messageries Paul Kraus 
11. rue Christophe Plantin 
L-2339 Luxembourg 
Tel 48 21 31 
Télex 2515 
CCP 49242-63 
NEDERLAND 
SDU uitgeverij 
Christoffel Plantijnstraat 2 
Postbus 20014 
2500 EA 's-Gravenhage 
Tel (070) 78 98 80 (bestellingen) 
Telefax (070)476351 
PORTUGAL 
Imprensa Nacional 
Casa da Moeda. EP 
Rua D Francisco Manuel de Melo. 5 
1092 Lisboa Codex 
Tel 69 34 14 
Renouf Publishing Co., Ltd 
61 Sparks Street 
Ottawa 
Ontario K1P 5R1 
Tel. Toll Free 1 (800) 267 4164 
Ottawa Region (613) 238 8985-6 
Telex 053-4936 
JAPAN 
Kinokuniya Company Ltd 
17-7 Shinjuku 3-Chome 
Shiniuku-ku 
Tokyo 160-91 
Tel (03) 354 0131 
Journal Department 
PO Box 55 Chitóse 
Tokyo 156 
Tel. (03)439 0124 
AUTRES PAYS 
OTHER COUNTRIES 
ANDERE LANDER 
Office des publications officielles 
des Communautés européennes 
2. rue Mercier 
L-2985 Luxembourg 
Tel 49 92 81 
Télex PUBOF LU 1324 b 
CC bancaire BIL 8-109/6003/700 
01/89 
FOR A DIFFERENT VIEW OF EUROPE 
READ 'SOCIAL EUROPE'! 
Price (excluding VAT) In Luxembourg 
ECU 
Single issues 
Social Europe: General review 
Annual subscription 
Social Europe: General review 
Social Europe (with supplements) 
10.20 
28 
69 50 
*.a>; 
OFFICE FOR OFFICIAL PUBLICATIONS 
OF THE EUROPEAN COMMUNITIES 
L-2985 Luxembourg 
ISSN 0255-0776 
Catalogue number: CE-AA-88-003-EN-C 
